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1I. Do Wage Incentives Have a Place in the Office?
Alexander Smith said in "On the Importance of a
Man to Himself,"
In the wide arena of the world, failure
and success are not accidents as we so
frequently suppose, hut the strictest
justice. If you do your fair day's
work, you are certain to get your fair
day's wage - in praise or pudding, which-
ever happens to suit your taste.
Now it is perfectly true that we all like a little praise;
it's a great morale booster. The "pudding," however, is
what most of us are after in the long run. Farmers, min-
ers, industrial workers, building mechanics, and office
workers, all are striving for their place in the financial
sun. Most of these groups, either through strong unions
or potent political blocs, have been able to better their
positions. Let us consider whether the last named group,
the office worker, has
.
The Growing Importance of Office Work
In this country of ours is a fast growing seg-
ment of the economy oftentime overlooked, too often de-
rided. This segment is known as the "white-collar" group,
the largest part of which is office workers. Recent dec-
ades have seen phenomenal growth on the part of this group.
The impetus of industry, the stimulus of war, and the
greater role of government have expanded the country's
need for record keeping and correspondence work. The war
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Monthly Labor Revlev (August, 19^7), p. 1^6
2years witnessed a rapid increase in the number of clerical
workers; the peace has seen the group maintain its strength.
Recent developments give every indication that the "white-
collar" group will continue to gain in Importance.
.
The table below and the graph facing this page
Indicate the number and percent distribution of clerical
workers in relation to the total number of employed work-
ers in the United States. In 1940 the number of clerical




1940* 1945 1947 1940* 1945 1947 1940* 1945 1947
I'otal employed.
Xumber (in thousands)
40. 100 53,'650 56,700 34, 180 34.340 40.900 11.920 19. 310 13 800
Profes.si(>nal and semiprofesslonal workers
.
Proprietors, managers, officials (except farm)
Farmers, farm managers, foremen, and laborers
Clerical workers
Sales workers
Craftsmen, foremen, and kindred workers
Operatives and kindred workers
Domestic service workers
..
Service workers, except domestic workers
Laborers, except farm
Total employed
Professional and semi professional workers
Proprietors, managers, officials (except farm)
Farmers, farm managers, foremen, and laborers
Clerical workers
Sales workers
Craftsmen, foremen, and kindred workers
Operatives and kindred workers
Domestic service workers

























































































































































































E!itUnau>s of employnient by occupation for April 1940 and April 194S
were adjusted to be consistent with revised Census totals of attricultural and
nonaitrioultural employment.
Estimates subsequent to 1940 are subject to sampllnR variation wblefa may
be large In cases where the quantities shown are relatively smaU.
' Approximately 400,000 employed workers whose occupations were not
reportM were apportioned according to the distribution of thoas whose occu-
pations were reported.




(August, 1947), p. 140
1. Wool, Harold, and Lester M. Pearlman, "Recent Occupa-
tional Trends," Monthly Labor Review
.
United
States Demrtment of Labor, Bureau of Labor Sta-
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3workers was 4,810,000 or 10.4 per cent of the 46,100,000
gainfully employed workers in the nation. Clerical work-
ers jumped to I3.O per cent with 6,970,000 employed In
1945 out of a total of 53^650,000 workers. The year 194?
saw 7,050,000 clerical workers representing 12.4 per cent
1
of the total working population of 56,700,000. Analy-
sis of these figures indicates that while the over all
Increase in the total number of all workers employed in
1947 was 23 per cent over 1940; clerical workers increased
their numbers 47 per cent. One out of eleven was a cleri-
cal worker in 1940; 1947 sew this ratio decrease to one
out of eight.
The Cost of Office Work
How much does it cost us to bill our customers?
What is our outlay for accoimting? How much do we spend
for correspondence? These are all questions that are be-
ing asked more and more frequently by cost conscious exec-
utives who are looking for ways and means of trimming sail
in the face of swirling costs.
An indication of clerical costs is afforded by
the Prudential Life Insurance Company which recently esti-
mated that it cost them an average of 80 cents to produce
1. Wool, Harold, and Lester M. Pearlman, "Recent Occupa-
tional Trends," Monthly Labor Review , United
States Department of Labor, Bureau of Labor Sta-
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4a letter. This estimate Is the result of careful analysis
on the part of their Cost Allocation Division. Even
though this figure may seem amazingly high, they point out
that It would be still higher (90 cents per letter) If
stenographic transcription were used rather than their




Reflection on this figure and extension of It to
the total annual number of business letters a year dramat-
ically Illustrates the terrific cost of this one phase of
office work alone. In peak years, 17 billion pieces of
first-class mall are carried by the Post Office Department,
If 4 billion of these are business letters at an average
cost of 80 cents apiece, $3,200,000 Is expended annually
2
for business correspondence.
Vage Comparison between Office and Industrial Workers
Wage data for office workers on a national scale
Is skimpy. Requests for this Information from the Bureau
of Labor Statistics were practically non-existent a few
years agoj recent years have seen more Interest on the
3
part of employers and unions alike. The Bureau com-
1. Thiele, John E., "Office Week Form," Office Ma^ge-
ment and Equipment (November, 19^7 j , p. 40-41
2. Ibid., pT^+O'^
3. Interview with Mr. Charles Rubens teln. Wage Analyst,
United States Department of Labor, New England
Regional Office 1, Bureau of Labor Statistics,
October 29, 194?
o!;o
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5pleted a wage analysis in January 1947 of "Weekly Earn-
ings for Selected Occupations" of four life insurance
company home offices in Boston, Massachusetts. The study
1
covered 33 job types and 3,029 workers. A similar
study was conducted in New York City by a private organ-
ization. One hundred companies were Included in the study,




The Bureau’s Boston study revealed the highest
pay received (excluding the supervisory position of Sec-
tion Head) was $54.25 for men underwriters and $45.33 for
women loan and surrender approvers. The lowest pay was
$29.68 for office boys and $26.03 for office girls. The
average pay was $42.13 for men and $34.91 for women. The
survey by the New York Chapter of the National Office Man-
agement Association indicated that the highest pay was re-
ceived by male payroll clerks and secretaries, and female
secretaries. The lowest pays were received by male and
female messengers. The average weekly earnings were $41,44
for men and $38.12 for women.
A comparison with the wages received by indus-
trial workers and building mechanics indicates a marked
1. Weekly Earnings for Selected Occupations . Life Insur-
ance Home Offices, Boston, Mass . . United States
Department of Labor, Bureau of Labor Statistics,
Division of Wage Analysis, (January 194?)
2. Office Salary Rat^es - 1947 . Office Executives Associa-
tion of New York, Inc., New York Chapter of
National Office Management Association
yw
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6difference in earnings from those received by office work-
ers. Minimum wage rates agreed upon through collective
bargaining between employers and trade unions in January,
19^7 in Boston, Massachusetts called for payment for a
forty hour week of $79.80 to brick-layers, $70.00 to car-
penters, $80.00 to plasterers and $50.00 to laborers.
Bricklayers, carpenters and plasterers in New York City
received $100.00 per forty hour week, and laborers re-
1
celved $50.00. A survey of 13 manufacturers of women’s
apparel employing 335 women out of a total working force
of 384 workers, showed average earnings for a forty hour
week to be $45.60 for all workers, $49*20 for men and
$45.20 for women. The survey revealed that 69 per cent
2
of all the plant workers were paid on an incentive basis.
The Employees * Need for Incentives
Although part of the wage differential between
industrial and office workers can be attributed to a great
many factors, it must be admitted that the correlation
that exists between wages and productivity in industry con-
1. Union Wage Scales for Selected Building Trades in 75
Cities January 15 . 1^47 . United States Depart-
ment of Labor, Bureau of Labor Statistics, Wage
Analysis Branch, January 29, 1947














United States Department of Labor, Bureau of
Labor Statistics, Division of Wage Analysis,
January 1947
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7tributes greatly also. The widespread use of wage Incen-
tives affords the industrial worker an opportunity to in-
crease earnings by increasing production.
There is no doubt that the use of wage incentives
declined somewhat during the seven year period preceding
the war. However, the number of companies still using
them is evidence of their utility. A nationwide survey of
personnel policy in 1939 which covered 2,700 companies in
all types of business and employing nearly 5 million peo-
ple, indicated that 51 *7 per cent of the companies used
1
wage incentive plans of some kind.
This opportunity of increasing earnings by in-
creasing production is denied the majority of office work-
ers. Any Increases of effort on the part of workers not
on an incentive basis accrue solely to the benefit of the
employer, the worker having no share in the consequent In-
2
crease in production. Most office workers then have no
inducement to exert themselves; workers' interest in their
work lags, and employers pay extravagantly for their prod-
ucts. Wage Incentive principles have been adapted to of-
fice work only fairly recently.
v
"Wage" incentives were not extensively
adapted to office work much before 1923*
1 . The Management Almanac . National Industrial Conference
Board, (19^^)/ P* 1^9
„
2. Halsey, F. A., "The Premium Plan of Paying for Labor,
Economic Studies, Volume Number _2, (l89o),
p. 75
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8In fact, every one said it simply could
not be done* Nevertheless, some 5^ of
the large companies have now applied in-
centives to typists, key-punch operators,
etc., and 11^ have done so to billing and
order clerks. This has become necessary
because the proportion of office work to
shop work has increased. 1
The chart below, which is a summarization of the
results of a survey conducted at the end of 1$45, is in-
dicative of how relatively few office workers were covered
by Incentive plans at that time.
Figure 3












Bookkeeping machine operators 2 0.9
Superintendents 2 0.9
Typists 2 0.9
Addressograph operators 2 0.9
Planning and schedule clerks 1 0.4
Department heads 1 0.4
Purchasing agents 1
Key punch operators 1 0.4
Transcribing machine operators 1 0.4
Buyers 1 0.4
Telephone ad- takers 1 0.4




1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 19^2), p. 370
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9One thing of many we are proud of in this coun-
try is that neither political, economic or social privilege
comes to one by right of birth. The members of each new
generation are supposed to start from scratch. Merit
1
alone should win. Those of us who believe In free
enterprise and the profit motive, will nod our heads In
agreement with the foregoing statements. Yet many, when
asked if they consider wage Incentives for office workers
practical, will throw up their hands in horror at the
thought of applying "factory systems" to office workers.
These same executives who are, for the most part, on plans
of their own where bonuses are paid for profits and sales,
will say that financial incentives will "lower" the status
of their office workers. Are financial stimuli degrading
below a certain salary level, and proper and just above?
Do not workers in the lower income groups deserve the
same opportimlty to Increase their earnings by increasing
their worth to the company?
Several applications of wage incentives to of-
fice work demonstrate that these employees are as eager to
take advantage of the opportunities offered as are others.
Incentive earnings have Increased take-home pay greatly in
many cases with the result that employees are more content
1. Address delivered by Mr. James B. Conant before the
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and morale has been improved.
Pair wage incentive plans, properly administered,
put each participating employee into business for himself.
His ingenuity and willingness to work are challenged; if he
meets the challenge, he is the gainer. A business man who
is more capable than the average, rightfully gains the
greatest profit. The best workers under wage incentive
plans deservedly earn the greatest pay. The bonus they
earn is their profit for the investment of time, energy,
and ingenuity. James Lincoln, in summarizing his policy
of incentive management said.
Incentive is not primarily for the pur-
pose of sp\irrlng people on to greater
heights of accomplishment so that some-
one can gain from their efforts. It is
a philosophy that will develop those
things which are best in all of us. It
is this outcome that must be the chief
end sought. Only so is it sound and
enduring . 1
We all work better when we have a goal to strive
for, an objective in view. Proper incentives promote coop-
eration among all employees for the attainment of the de-
sired objective. Incentives tend to develop the latent
abilities of those who possess them and demonstrate the
2
lack of ability on the part of those who do not. Work-
ers tend to discipline themselves, and thereby are re-
1. Lincoln, James F., Lincoln* s Incentive System (McGraw-
Hill, 1946), p. iW
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lieved of the often nagging supervision of the supervisors.
The Employers * Need for Wage Incentives
Wage Incentives reward the efficient workers;
the type of workers employers want. Capable workers will
produce to the limit as long as they know standards are
guaranteed, and there are no restrictions on earnings.
At a meeting of the Office Management Associa-
tion, Mr. Henry A. McCashin of R. H. Macy Company's Sys-
tem Department, outlined fifteen basic causes of reduced
output of office work as the following:
(l) presence of substandard workers due




5) tendencies of supervisors to *'let
down,"
(5)
relative drop in efficiency of the
worker,
(6)
Inadequate or curtailed employee
training,
7
unbalanced working forces caused by
the loss of employees during the
war,
(8)
use of fatigued workers and part-
time employes,
(9)
failure to set and use production
standards for clerical workers in
some comi>anles; production standards
allowed to lapse after being set in
other companies,
(10)
lack of wage Incentive plans,
(11)
relaxation of quality control,
(12)
poor and Inadequate working con-
ditions,
(13)
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the preparation of budgets.
As a corollary to increased earnings for em-
ployees, employers secure higher production per unit of
time and thus lower unit costs. Incentive plans also act
to decrease labor turnover. Improve employee morale, im-
prove quality, reduce spoilage, lower the cost of super-
2
vision and provide better cost control.
An indication of why some companies consider
payment for production to be the best method of wage pay-
ment, can be gained by examining several facts which hold
true only when the worker is paid base wages.
It is often said that the average worker pro-
duces only enough to "get by." Usually the entire level
of productivity of any group is pulled down toward the
pace of the least productive worker. Surveys in the of-
fice, just as in the plant, show the pre-incentive level
of production of different groups to be 40 to 60 per
3
cent of a full day's work.
A fair day's work is considered by Informed
1. McCashln, Henry A., "What is the Cost Situation To-
day?," Keeping the Lid on Office Costs . Of-
fice Management Series Nmber 120 , American
Management Association, (194?) , P» 4-6




3. Mackenzie, R. S., "The Relation Between Work Measure-
ment and Pay Earned," Incentives and Work
Standards in the Office , Office Management
Series Number 115 , American Management Associ-
ation, (1946 ) , p. 10
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members of management to be about two- thirds of a full po-
tential day's work. Even this two- thirds day's work is
seldom reached or maintained in exchange for the base wage.
Incentives to produce a fair day's work for base wages are
few; the main ones being: self-satisfaction, promotional
possibilities, and fear of losing the job. Under usual
circumstances these incentives are smothered or nullified
by several negative influences:
A. Resentment of fellow-workers for the
" eager-beaver .
"
B. The feeling that output plays but
little part in promotional oppor-
tunities .
C. The changed economic status of the
worker, wherein fear of losing the
job has already become negligible.
D. That unfortunate human characteristic
of wanting the most return for giving
the least. 1
Some companies are putting unwarranted faith
in new machines and equlpnent which are supposed to pay for
themselves by increasing production. A machine is only as
good as its operator. Until the human potential is fully
utilized, it cannot be expected that the mechanical will.
In respect to office machinery there has been considerable
discussion lately over whether or not electric typewriters
can actually Increase production. One company has con-
ducted a test which purports that production is not In-
1. Mackenzie, R. S., "The Relation between Work Measure-
ment and Pay Earned," Incentives and Work






elation, (19^6), p. 10
-oq B lo s/ju.'iilo-c'srd ciucd'^'i od od" o 113219 lo
3.t :^'iOv. b’y*S-^ S’j'ij'.ilu-cVw s.Ldd novd , I’icv
3^3d:2Grri
.C^Ijneu
. o^B'j 03Bcr erld’ *£ol 9;-uiBrtoxo Hi fjeaiSwiiiBm ‘"lo iorloBe*'! r/iobloe
o-iJi co^Bv; oaacf loi :iiovr c.'vbL' ‘lia'i b snudo-iq oi Bovion^onl
IjSfiOi^OClG'Xq .IlOij OBiRiu '.c-?.io3 ;:-2ni9cr se.xio fiiBw srlci ‘^wci
I'iusjj Hadrx'J .dot. O' ^iiiiaoi lo IriB ^oyidilicfisLoq
i)9ililixxn '£0 boHei-id oiit: oh 0 ewvidiioyixi oc'sxic seoa joaciuo’iio
:B9oa9iLrIlni o/idB^on I-'.Xioves rd
odd -'lol 3Xb:'HOx/-voI.-.o‘i lo dno^id.io^or’ . .
"
. ’'SoveoCi —lOT^r 0
"
di/Q 01 I
-i dd'^jf o dBfIu sriJ.C9 3l 9dT .1
- io<iqo Ir'iic ;• do'^ionq lu'. eiddiX
. seid .f-rurd
Slid lo cu Go 3 OiUOXlOOO bO/iH' d ) ori" .
of'd 3al aoX lo
-
•ol nioioiiv ^'-xtciicv
. oidl^iiooxi. : Jui' pdas'll-- ar: . dot.
oidp.i’iodoB'iBdo HBiifc.’d od ixii/diolm; c’-bxlT .Cl
^nivi*; •:£Ol dacii: o.dd ^nidnxv../ lo
.dG^'.oI odd
nd.I. •.'1 bodii'viHv.viix; ;!^r*id dJLTr; o'is ssiHBqnoo snoC
'xol YB., Ov*^ fjoaoqrfifs ohb doii'v c/iOMiitrpo bni GoniflOi’.is von ni
c A yX :o si oni/'oB.i .noidovoonq vnicfioHonl qci 3i:.i9ilc,
YXX-vI aj; I:iidn9doq n-Bninl o ld liditU .Hodnrcoio aoi cb boo;^
.Iliv Iroixx ixlooirf odd d -iij bodoeqno oc doxif;. a di ^bosilidjj
Xd''’HybJ.aaoD noocf sBd oHoxid ooi'ilo od dooqeoi ni
aHodi-i* oq'.d oi'iciooio do x -lo nsld^Hlv \covo YXodeX noiaanoai/j
> '.
-noo oBd \n.9'>:iOo oad ..acidon.5o*i
.
eeiio'xojL^ YllBjxdpo iXBo
-ai don ei noidondo-iq d'-.dd odHoqrifrq doii^'v dcod b dodoui




*03R^W d n9i'XO0BIt -JM iXBOi'r®: !;. tClXi. 'ISfCXiOX:^ tpdiiq-'ii
14
creased. Another has foimd that six operators vho, on an
incentive plan, reached a production plateau on manual
typewriters were able to Increase their production an aver-
age of 10 per cent when assigned electric typewriters.
These operators had the incentive to produce, and when
they were given a better tool to work with, they utilized
it fully.
During the war when we were faced with the choice
of "produce or perish," the government, mainly through the
War Production Board, encouraged the use of wage incentives
as a method of increasing production. One of the Board’s
studies disclosed that in 234 war plants which had adopted
use of incentives a short time previous, an Increase in
unit output resulted in 40 per cent of the cases . Where
time studies were used in determining the basis of the
1
plans, the average Increase was 58 per cent.
Incentives create other benefits among which, in
their natural evolution, is the development of different
cost controls and measuring sticks. Departments operating
on an incentive plan can use the dally bonus report as the
daily budget report. Development of these reports should
be done cautiously so that they will not become needlessly
complicated. The person in charge must, therefore, con-
sider and combine all sources of control data so that the
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reports will be simple and as positive as possible.
Company Motive
Worker acceptance of wage incentives and willing-
ness to work conscientiously under them, determines success
or failure for the plan. The upper-most questions in the
worker's mind as he reads the announcement of the plan's
installation are, "Why is the company doing it? What are
they going to get out of it?" The company's motive is
questioned.
If the company's motive is one of avarice, and
if its main Interest is in what benefits the plan will
produce for the company, the benefits to the worker being
of only secondary importance, then the launching is Indeed
perilous. On the other hand if the company's aim is to be
fair to the workers and sincerely has their best interests
at heart, the employees' confidence will be gained, and
the plan will be given a fair chance to succeed.
Opposition to the Introduction of Wage Incentives
Opposition to the introduction of wage incen-
tives to office work springs from many sources. Segments
of management are not "sold" on the idea. Supervisors
and workers alike are often skeptical. Some honestly ob-
ject to the principle Itself. Others oppose it because
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944 J7 p. 27-28
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they do not fully imderstand its basis, workings or mean-
ings.
At a meeting of the British Association for the
Advancement of Science, a special discussion on industrial
incentives was concluded with the consensus of opinion be-
ing that the best incentives to hard work in industry are
non-material, and that money is not the root of all energy.
"We need to shake off mechanistic fallacies in the idea of
incentives," Mr. Charles Madge declared during a joint dis-
cussion of the Economics and Psychology Sections. "Social
scientists should concentrate on means of reducing discom-
fort and monotony of factory life as well as the economic
1
Insecurity and lack of social Integration."
One can hardly dispute Mr. Madge *s contention
that all is not serene in many of the world* s factories,
and that there is tremendous room for Improvement. How-
ever, I am inclined to disagree with his inference that
wage incentives retard the correction of these conditions.
On the contrary, "the discomfort and monotony of factory
(or office) life" meets a capable foe in the form of fair-
ly conceived and justly administered wage incentives.
"Discomfort" is combatted by the methods analy-
sis which should precede the establishment of production
standai»ds. Methods analysis is the means by which the
1. The Chrlstl£tn Science Monitor (September 13 , 19^7)
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"one best vay" of doing the work Is determined. It is in-
conceivable that the one best way could be realized at the
discomfort of the operator. The most comfortable and easi-
est way for the operator usually means the most productive
way.
"Monotony" is constantly opposed by the challenge
of standards which are fairly set and capable of being sur-
passed by a nominal application of effort. So-called "crea-
tive work," such as that of writers and painters, is said
to be interesting because it is always calling forth the
artist *s best if he is to succeed. So with wage incen-
tives, the operator* s Ingenuity, skill and dexterity are
challenged. If he meets the challenge, his success is the
reward of extra pay. Dr. J. A. Bowie expressed the fol-
lowing opinion on the subject:
Incentives are coming to be seen more
as a matter of treatment than as a
method of payment. A sense of partici-
pation cannot be cultivated if workers
feel they are working in the interests
of an enemy class. Joint consultation,
profit-sharing, pension, provident, and
other f\inds are not more than stones in
the arch, which cannot be built unless
supported by good will. 1
Dr. Bowie *s assertion that "good will" is the
only durable cornerstone for the establishment and perpet-
\iation of harmonious personnel relations is shared by
many. However, "good will" Itself has Important precepts
1. The Christian Science Monitor (September 13, 19^7)
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among which are honesty, open-mindedness and fairness. All
of which are essential to an Incentive plan that will endure
because of its own merit.
Unfortunately Dr. Bowie's observation that "in-
centives are coming to be seen more as a matter of treat-
ment than a method of payment," is substantiated by the
attitude of numerous companies. All too many are prone to
praise their incentive installations solely on the basis
of the savings in personnel and wages that have accrued to
them. The approach is the same as those companies who
worry about profits first and the consumer last, rather
than attempting to gain business by providing consumers
with better products at diminishing prices. Consiamer sat-
isfaction reflects Itself by Increased volume, thereby
1
creating the necessary profit. Earnings commensurate
with production seem to be incidental to the reduction of
cost. The use of wage incentives is urged not on the basis
that willing and able workers are justly rewarded, but on
the grounds that inefficient workers are easily spotted
and can be removed. In order for workers to retain their
self-respect, any bonus given to workers should be recog-
nizable as being the direct results of their efforts, and
2
not a paternalistic gesture on the part of the company.
Although unionization of office workers has not
1. Lincoln, James F., Lincoln* s Incentive Sys tern (McGraw-
Hill, 1946), p. 161-162
2. Ibid., p. 158
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progressed rapidly, recognition of union attitudes toward
wage Incentives in general indicate what pitfalls manage-
ment must beware of and what objections must be overcome.
There are nearly 11,000,000 white-collar workers
engaged in occupations in which there is union jurisdiction
out of a total work force of 50^000,000* About 7,000,000
are in private industry, and 4,000,000 are employed by
federal, state and local governments. About 1,400,000
of the 11,000,000, or one- eighth, are members of national
unions
.
There are 43 unions in the white-collar field.
Among the workers represented in these unions are actors,
architects, draftsmen, letter carriers, postal clerks, of-
fice workers, news and editorial writers, railway clerks,
retail clerks, teachers, telegraph operators, telephone




It is interesting to note that the two large
national unions, the A. F. of L. and the C. I. 0., have
strangely contradicting appeals to office workers to join
their respective ranks. The craft-minded A. F. of L.
partly bases its appeal to potential members of its office
workers* union on the basis that the dividing line between
1. Stark, Louis, "Trends in Office Unionization," Office
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office and factory workers Is disappearing. While the
heretofore Indus try-minded C. I. 0. assumes that office
workers differ from factory workers in social status as
1
well as viewpoint.
The question of whether payment of workers ac-
cording to production or by the hour is to be preferred,
has been the result of a long and often bitter controversy.
Opposition to Incentive methods of wage payment by the
unions started in an earlier period of union history when
the advent of scientific management introduced more complex
Incentive plans. Worker feeling has been mollified some-
what today, and there are an increasing number of excep-
tions to the former unqualified opposition in both national
and local unions. Union officials have tended to accept
more the view that workers, by genuine collective bargain-
ing, may be protected adequately and that with this pro-
tection, incentive methods of payment can provide secure




Unions have both opposed and approved the use of
incentive plans. Workers have joined unions, gone on
1. Stark, Louis, "Trends in Office Unionization," Office






tion, (1944), p. 14
2. Kennedy, Van Dusen, Union Policy and Incentive Wage
Me thods (Columbia University Press, 1945), p. 50
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strike, limited worker output, refused to work with "pace-
setters," and have tried many other devices to forestall or
control Incentive systems* Some unions have succeeded in
their anti-incentive campaigns, while on the other liand,
incentive plans are operating successfully in plants and
industries working imder well-established union agreements.
Most of the workers* distrust of incentive plans is based
on past experience when the short-sighted practices of
rate-cutting and speed-ups were resorted to by many com-
1
panies . Recent management enlightenment and correction
of these devices makes untenable many arguments advanced
by workers today against incentive systems.
A strong factor in advancing the acceptability
of wage Incentives on the part of workers is the recogni-
tion that manual skill and control are of such paramount
Importance in production that great differences between
individual worker productivity are common. Union repre-
sentatives themselves point out that these variations in
output may be as great as 100 per cent, and, therefore,
fair compensation can be made in no other way than by the
2
use of incentive methods or payment.
Positive steps can be ta.ken to overcome worker
1. Incentive Wage Flans and Collective Bargaining . Bulletin
Number IIZ, United States Demrtment of Labor,
Bureau of Labor Statistics, (19^2), p. 1
2. Kennedy, Van Dusen, Union Policy and Incentive Wage
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objections to wage Incentive plans. Educational programs
can answer opposition based on the principle of incentive
payment itself. The other major objections of workers,
which are listed below can be eliminated by fair and just
management practices.
One worker objection to Incentive payment is
based on criticism of the company’s job study technique.
An honest approach to the study by the company, which is
based on proven techniques and is fully explained to the
workers so that no mystery about them remains, will, most
often, correct this trouble.
Worker opposition to wage incentives often is
based on resentment caused by poor or faulty management
2
administration. This is clearly the fault and respon-
sibility of management. Equitable and clear-cut rules,
adhered to strictly enough for the sake of consistency,
but with enough flexibility so that Injustices are not
worked inadvertently, will usually dispel this source of
opposition.
Suspicions of an employer’s motives are aroused
either by actual evidences of unfairness on the part of
the employer, or an incomplete understanding by the employ
3
ees of the company’s motives. It goes without saying
1. Kennedy, Van Dusen, Union Policy and Incentive Wage
Methods (Columbia University Press, 19^5) jP* 62
2. Ibid., p. 62
3. Ibid., p. 63
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that In the establishment and administration of wage Incen-
tives, as In any other activity, "honesty Is the best pol-
icy." To overcome the workers' suspicions, the employer
first must be basically honest, and secondly, his position
and policies must be so clearly stated and followed that
there Is doubt in the minds of no one as to what is ex-
pected of worker and company alike.
Another union objection to wage incentive plans
Is based more on their practice than on their theory. The
unions contend that too often wage incentive plans he.ve
increased production per worker by exploiting his desire
for higher income at the expense of the worker's health,
safety, comfort, and the quality of his work, and that
this is not true efficiency. Unemployment resulting from
the application of incentive methods is also a union argu-
1
ment against their use. These complaints could be
valid even though case histories do not seem to be avail-
able. But again company motives in the use of wage incen-
tives comes under fire and must be defended if worker coop-
eration is to be gained.
It is usually conceded that each individual has
aptitudes which fit him to perform certain types of work
best. People really qualified for the work they are doing
1 . Kennedy, Van Dusen, Union Policy and Incentive Wage
Methods (Columbia University Press, 19^5)
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are. In all probability, qualified to do it well. Incen-
tive earnings are the reward for doing work well; this
applies to quality as well as quantity. Jeopardy of work-
er health, comfort, and safety can be eliminated by taking
the following course of action: thorough methods study of
the job; engineering of the job to establish the "one best
way" of performing the work; clear and complete job in-
structions; job specifications which indicate the type of
individual needed to fill the job; selection of the proper
individual by the personnel department; and finally, the
thorough instruction of that person in the way in which the
job is to be done. Proper engineering of the job, in addi-
tion to the careful selection and training of the person to
do the job, will ellmlna-te maladjustments and put the wage
Incentive on a firm foundation.
Maintenance of quality is a matter of standaixJs.
If the company has traditionally insisted on the mainte-
nance of high standards, this condition will likely con-
tinue to prevail. Employees do not lose their work habits
1
easily, especially if the company maintains its vigilance.
Another objection frequently heard from workers
is that if wage incentives are Installed, operators have
2
to work harder for the same Income. This presupposes
1. Harvey, Trusselle, "The Advantages of Bonus Plans for
Dictating Machine Operators," Office Management
and Equipment (April, 1946), p. 3^
2. Ibid., p. 38
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that the first step of the employer Is to cut salaries to
a low figure ajid then substitute a bonus for the differ-
ence. A short-sighted practice of this sort would soon
cause the incentive plan to fail. Sound incentives pay
the going wage rate for the job, and bonus is paid for pro-
duction over normal expectations. This "extra” production
will serve to reduce costs for the company by reducing
overhead. There is no social justification for a company
wanting to reduce costs at the expense of the workers.
An obstacle rather than an objection to the ai>-
plication of wage incentives has been the lowered margin-
al utility of the gross bonus earnings to the worker un-
der a high Income tax scale. The government, by high
taxes, works a hardship on incentive installations be-
cause bonus earnings are subject to the full tax. This
disproportionate reduction of bonus earnings reduces
1
their desirability. At this writing legislation has
been enacted which will be a step toward the amelioration
of this condition.
1. Lincoln, James F.. Lincoln's Incentive Sys tern (McGraw-
Hill, 1946), p. 158
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II. Incentive Plans - Past and Present
A study of the practicality of applying wage In-
centives to measurable types of office work can benefit
greatly by a review of wage Incentive history. Examina-
tion of various types of plans, successful and otherwise,
reveal many weaknesses which should be circumvented and
numerous worthwhile aspects that can be profitably incor-
porated into the plans of companies embarking on wage
incentive programs
.
In the l840’s weaving in Scotland was done, for
the most part, by men who owned their own looms. They
were paid piece rates by manufacturers for their products.
The beginning, then, of payment according to productivity
originated in independent craftsmanship, thus re-empha-
sizing present day arguments for incentive payment on the
$
basis that it puts workers into business for themselves.
The beginning of wage incentives or payment according to
results was what is still known as piece rates.
At the start of the factory system, piece work
was common only in such industries as clothing and textile
manufacture. These industries began as home work, the
worker being paid by the bundle for completed or semi-
completed work. When work was centralized in the factory,
it was divided into many operations, making a further re-
finement in the Incentive system possible. The majority
of early industrial establishments did not apply piece
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work because workers had to perform varied tasks; therefore,
they had to possess higher, more versatile skill than the
1
specialized piece worker had.
Straight Piece Work Plan
Despite the fact that many types of wage incen-
tive plans have been created since the .origin of straight
2
piece work, this plan is used more than any other. Re-
cently the modification of the guaranteed wage has been in-
troduced and accepted. This combination of piece work with
the minimum wage guarantee actually should be called the
3
Manchester Plan. However, for the purposes of this the-
sis, the plan will be referred to as the Straight Piece
Work Plan. The chief characteristic of this plan is that
standards are expressed as so much money for a given unit
of production. Time standards, which have been developed
from time studies, are converted into money rates by apply-
ing the time allowance for the job against the job's base
rate. Incentive earnings begin when production passes the
minimum amoxint of production required. Payment being made
on the basis of so much money per piece.
One of the main reasons for the popularity of the
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Straight Piece Work Plan is that earnings computations are
simple, and it is easily understood by the participants.
The plan is also characterized by the fact that there is no
sharing; the employee gets all that he earns. The estab-
lishment of set prices and the absence of sharing, provides
for a constant unit cost after the worker's production ex-
ceeds the amount required to earn the guaranteed hourly
base rate. This feature is advantageous from the stand-
1
point of both cost accounting and budgeting.
Straight Piece Work, like all wage incentive plans,
has some disadvantages. Some of these weak points have
provided the basis and reason for the formulation of subse-
quent plans. Its principal disadvantages are as follows:
(l) Money rather than time is emphasized in the standard.
Recent trends are to establish in the worker's mind that
the amount of work, not its cost is being measured. (2)
In the event of a general wage scale change, the adjust-
ment of piece rates may be a monumental job, (3) It is
difficult to adapt piece rates to group incentives where
the participating workers receive different base rates.
(4) The handling of piece rates is difficult when addi-
tional incentive factors, such as control of material, are
present. (5) The unfortunate association of piece rates
with past bad practices makes them difficult to sell.
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 19447, p. 3S
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(6) When it Is necessary to reduce a piece rate it takes
the form of a money decrease which ordinarily does not set
as well with the worker as when the reduction appears as a
1
time decrease.
Straight Piece Work^ however, has its strong
points, advantages which doubtlessly are the reason for its
continued popularity. These advantages have been ably sum-
marized by C. W. Lytle as follows:
For the Employee:
It is the most ethical of all plans.
It is the second in simplicity of all
plans to understand.
It gives him 100^ of savings relative
to task at whatever pace he choses
to work.
It maintains the highest rate of in-
crease as he Increases effort.
It leaves the upper field of earning
wide open and so fosters ambition.
This does not hold for group appli-
cation.
It is consistent with the highest man-
liness and independence.
It stimulates interest in management
and therefore in cooperation. This
is intensified by a group application.
For the Employer
:
It secures confidence in fair dealing.
It simplifies cost and payroll figur-
ing. This is furthered by group
application.
It increases and steadies the volume
of production.
It reduces unit overhead and therefore
the total unit cost.
It makes scheduling more dependable.
It brings cooperation with management.
This is furthered by group applica-
tion.
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 38-39
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It permits the combination of a rela-
tively low rate with a high task
or vice versa.
It may easily be operated on a time
basis, that is, with decimals of
an hour or with minutes. 1
An Important contribution to the maintenance of
production by a piece rate plan is the compulsion worked
upon management. Piece rate operators desire a steady
flow of work from the previous operation. They also want
this work as well as their materials and equipment to be
in the best possible condition. Failure of management to
maintain "normal conditions" usually is justifiably seized
upon by the workers. Therefore, management is prodded by
the workers and may actually, to a limited extent, drive
2
those who are their supervisors.
Taylor * 3 Differential Piece Rate Plan
Frederick Winslow Taylor, by his introduction of
the differential factor to straight piece work, is credited
by many as being the predecessor of modern incentive plans,
Taylor introduced his plan in l880 in an attempt to reward
good workers while standardizing and lowering costs. He
pioneered the application of scientific principles to work
and Introduced the use of elemental motion analysis. He
determined time values for each element, thus paving the
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 19^2), p. 179
2. Ibid., p. 165
“'ila'X s Ic ::o.lc;iu(J:orjco arfd ed’J 'i'Xjg; dl
.'idxid 'il'jsji JdlTJ jdr.'i vol v.Iv /d.d
.&yi:Tr 3')lv ‘XO
oalid j3 nc becr.''’T:0iiG ad \.CIs .u dl
• xo sI f4!;:j: 0 ‘j.':i dJ j. vr
^
a .1 d i:,-d ^ a A s jid
U .esdi/nJLj.; "dlw 'lo ‘Iluj-I hw
xo eoxu‘inx.da.t"'/'. Ji-.d od i^oj di/cfl^idnoo drr-'d'-.cov.iirij: a.\
dc.'Iror .ic.teix/qiaoo add cl n.u i ad d*i -i qo noj.d3ubo‘x>:
r n. -^ z c
dxi iw o>:I :
a'xlEi'ij C'xod v::;qo a:; ^1,^1 Dood'l . d]x')iiai.i.«?rLOff: ^lOiiu
SiiT . -.old vxoqo ajjoJtvaTJ odd jTO--i*i ..-i-iov lo vol'l
Qc od dr:oi:r!.lup:. Jbiu ol >J i^d ..m lAodd c:>'- IIov c a A^ov cildu
cc d^noinojj ori'4!i lo >i .noddlbxioo oXuJicnoc deod odd iiI
Y-Cf.-u -Id ei;!. cl illt-i/sa "cuold d lofl/iud" alx'.dnlm
•'^o' oso.30'i.. si : i ^o-iolo-ronT *s-'XoI^icw end '^cf iio- jr
e ^daedxio bodlnll od t^II.jirdo > ^^'5 c'xod'xov o(;d
, 2‘ioelv^iocxuc ‘iloild ©'is olv ocorld'
nal - pppJX}. -C Gld.iO‘iolxx^ c > lo.r-
Ic acid jr/bo'idnl sId vclactiv; cioi'iojbo'i'i
;3odIJuG‘xO cl oc'A.tci d.l^Jp.'id’E od 'lodoci I ;;Idao-ioTxlb odd
. C'l. Iq ovidaooul. n'lobcirr lo ‘loasoToao'iq oifd jjalod si-;
j'lsvj't or dJnodvdo an al '.'odl nl rielq cl ! booobc/idiil loI'/'T
od .cccoo j^icl'if.wol bna oalclba.c.bnpjde ollriv c'lo'.licw bcog
daoy cd soIqlniil'i'T oil.' daoloc lo rxCldaoII .rqc odd bo’ieoacl'i
ed .c.’c\Lc.a3 noidOi,; I ^caoniolo Ic oau oxid Jbooaboadal bn^
code ^dnouols dooe -lol ccalnv oniid boalmaodob















Figure 5. Taylor Differential
Piece Rate Plan
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way for the establishment of standard data from which rates
can be synthesized.
Taylor believed that the Straight Piece Work Plan
was Inflexible and did not siifflclently Induce marginal
producers to produce more. His differential rate system of
piece work offers different rates for the same job. A high
price per piece is paid when work is finished in the short-
est possible time and in perfect condition. A low price is
applied when a longer time is taken to do the job or if
there are Imperfections in the work. Taylor's principle
was to establish a high rate that would make it possible
for good workers to earn more per day than was paid by sim-
ilar establishments. In this way he hoped to attract the
best workers and discourage poor workers from even applying
1
for work. The principle of a guaranteed minimum wage
was not popular in Taylor's time, so this feature is absent
from his plan. Any modern application would probably, of
necessity, have to be modified in this respect in order to
be acceptable.
As an example of the application of Taylor's
principle, assume 20 pieces to be the largest amount of
work of a certain type that can be produced in a day. A
worker finishing 20 pieces, all of which are perfect, re-
ceives 40 cents per piece, making his pay for the day 20
1. Taylor, Frederick W., "A Piece-Rate System," Economic
Studies, Volume I Number 2, American Econpmic
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times 40 cents or $8. 00. Should he work too slowly and
produce only 19 pieces, the low rate is applied. He re-
ceives 30 cents per piece instead of 40 cents making his
pay $5»70 instead of $8.00 per day. In the event he suc-
ceeds in producing 20 pieces, some of which are imperfect
he would receive a still lower rate, say, 25 cents per
1
piece, making his daily pay $5.00. Due to the appli-
cation of the differential principle, each man's work
must be measured and Inspected separately.
The Differential Piece Rate Plan offers a two-
fold incentive, one positive and one negative. Production
which is excellent from the standpoint of quality as well
as quantity is rewarded by high earnings, while low or
faulty production is penalized. Taylor justified his plan
by saying, "Justice, however, not only demands for the
workman an increased reward for a large day's work, but
should compel him to suffer an appropriate loss in case
2
his work falls off either in quantity or quality."
The success of Taylor's plan created a widespread
demand for it, and many so-called "efficiency men" reaped
a rich, if ill-deserved harvest between 1915 1930
•
This hey-day of hastily contrived and badly administered
plans left a bad effect on both incentives and scientific
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Management. The ten Rreatest evils of the period, as com-
plied by J. Keith Louden, are as follows:
1. Failure to have supervision play a
major role In the program and failure
to train supervisors In the funda-
mentals of Industrial ent^lneerlnp:.
2. Failure to enlist cooperation of em-
ployees and to ^?aln their full under-
standing: and confidence.
3. Failure to reco^gilze the caliber of
men and the competency required to
perform this work.
4. Failure to establish standard pro-
cedures and policies Kovemln^?; In-
dustrial en^lneerlnK.
5. Failure to realize that Industrial
engineering consists of more than
taking time studies and Installing
a wage Incentive system.
6. Failure to guarantee standards once
established against change unless
there Is a change In method, equip-
ment or specification.
7. Establishment of a celling on Incen-
tive earnings above which an employ-
ee must not go or the standard will
be cut.
8. Failure to analyze and establish
standards for materials and spoilage.
9. Failure to establish rigid speci-
fications and quality standards.
10.
Failure to maintain properly and reg-
ularly measured standards and wage
Incentive Installations once they are
established. 1
Gantt, an associate of Taylor In his work at the
Bethlehem Steel Works, developed his Task and Bonus Plan
In 1901 In order to upgrade men to the skill required to
work under the Taylor Differential Piece Rate Plan.
Gantt's plan substituted a day guarantee for Taylor's punl-
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Figure 6. Gantt Task and Bonus Plan
DAILY PRODUCTION IN PER CENT OF STANDARD
Ljtle, C. W.
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tlve low piece rate. However, he retained the Differential
Piece Rate Plan above task, displacing it below task with a
time guarantee. This humane feature of the Gantt plan is
at the same time its weak point. Setting the guarantee too
high causes less ambitious employees to be content with the
guaranteed amount. With proper training the weakness of
the day guarantee is minimized, and with guidance, workers




Various other modifications of Taylor's plan have
been Introduced, principal among which is the Merrick Mul-
tiple Piece Rate Plan which interjects an intermediate rate
between Taylor's extreme rates. There is little difference
between the terms "differential" and "multiple." Taylor
used the word "differential" before "multiple" was applied
to all plans based on more than one rate.
Merrick broke Taylor's large step into two small-
er ones and put one at task and the other a little below
task so that it would be within reach of the developing
worker. He established the first step at about 83 per cent
of task and paid 10 per cent, or one-half of the 20 per
cent bonus at this step, and the other 10 per cent at task.
This created three piece rates, thus tending to make the
2
difference between the rates more gradual and less severe.
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 19^2), p. 209-212
2. Ibid., p. 204
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The trend today Is toward simpler plans. Al-
though piece rate plans in their various forms are still
probably the most common, bonus plans using time standards
are displacing them to some extent. Practically all plans
now guarantee the base rate which is, in many cases, the
1
going rate for the job.
The Standard Hour Flan
The Standard Hour Plan is a modification of the
Straight Piece Work Plan. The piece rate above task is
figured on a standard hour basis instead of on a piece ba-
sis. For example, if the rate per piece is 15 cents and
the task per standard hour is 5 pieces, computation on the
piece rate basis would be as follows: 5 pieces times 15
cents equals earnings of 75 cents. On the standard hour
basis, it would be figured as one standard hour at 75
cents. Thus the Standard Hour Plan emphasizes the number
2
of hours, not the number of pieces.
This plan, therefore, is more flexible in some
ways than the Straight Piece Work Plan because of this
different interpretation of the standard. It can be adopt-
ed more readily to group incentives because varying base
rates do not create an obstacle; the only thing common is
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 7
2. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 19^2), p. l6B
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the number of pieces per hour. Although the standard
hour method of computation tends to reduce bookkeeping,
it is unreasonable to use it so that it works to pay dif-
ferent amounts to different individuals for the same work.
Gain- Sharing Plan
Contemporary with Taylor was a manufacturer from
Connecticut who advanced an interesting, though never pop-
ular plan, called Gain- Sharing . Henry R. Towne believed
that employees should be induced by bonuses to work not
only efficiently but also to economize in the use of mater-
ials , The plan called for the cash reward to be determined
by profits in relation to factors under the control of the
workers, and not by profit-sharing in its ordinary usage.
Towne was of the opinion that the employees' share should
not be affected by factors beyond their control such as
buying raw material, sales and overhead charges. Towne
listed the following factors as being those which affect
the company's profit;
1. Factors contributed or controlled by
owner - capital, plant, character of
buildings, machinery and organization^
and, to a greater or less degree, the
skill, experience, industry, and ability
of the owner so far as he personally
manages the business.
2. Those Influenced by the mercantile
staff - the buyer and the seller in
the case supposed.
3. Those determined by causes beyond the
control of the principal and his agents ;
such as fluctuations in cost of raw
'1
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materials or in the market value of the
finished product, the rate of interest,
losses by bad debts, etc.
4, Those Influenced by the workers or
operatives ; such as care of property,
economy in the use of material and
supplies, and chiefly, efficiency in the
use of machinery and employment of labor. 1
The solution to equitable payment, as seen by
Towne, was the allotment to each employee of an interest
in that part of the profit fund which can be affected by
his own efforts, but not changed by the actions of others.
The yardstick against which performance is measured under
Gain-Sharing is the cost per unit which is based on past
performance. A contract price per unit, based on actual
costs, is established, and a contract is written with the
workers. Accurate accounting of charges is kept, and em-
ployees are given monthly reports on the progress. Annual
savings are calculated; 50 cent of which go to manage-
ment, 10 per cent to the supervisors and 40 per cent to
the employees. The per cent that savings are of total
earnings, is calculated, and this percentage is applied




Taylor happened to be present when Towne presented
his plan before the American Economic Association, and his
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reaction to the plan is interesting. He felt that its ten-
dency to base the reward on the accomplishment of the group
rather than on an individual basis was the plan's principal
weak point. He stated that the plan had other defects
which were corrected by his own differential rate system.
Taylor summarized these as follows:
(1) That it is slow and irregular in its
operation in reducing costs, being
dependent upon the whims of the men
working under it.
(2) That it fails to especially attract
first-class men and discourage in-
ferior men.
(3) That it does not automatically Insure
the maximum output of the establish-
ment per man and machine. 1
Halsey's comments on profit sharing plans in
general are very interesting, only certain points of which
can apply to Towne's plan because his plan overcomes some
of the objections. His objections are as follows:
1 . Workmen are given a share in what
they do not earn such as Improved
management, better buying, decreased
expenses of sales department, etc.
2 . The workmen share, regardless of in-
dividual deserts.
3. The promised rewards are remote,
time lag too great. Interest wanes.
4 . The plan makes no provision for bad
years
.
5. The workmen have no means of knowing
1 . Taylor, Frederick W., "A Piece-Rate System," Economic
Studies Volume I Number 2
,
American Economic
Association, [The MacMillan Company, I896)
,
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if the agreement is carried out.
The 50 - ^ Premium Bonus Plan of Halsey
F. A. Halsey Introduced his premium plan because
he felt that both the piece work and Gain- Sharing plans
were lacking. He argued that difficulties are created
under the piece work plans by the fact that once the piece
price is set, any increase in effort on the part of the
workman, benefits him alone, and the employer does not
share in the consequent saving of time. He further states
that should the employer cut rates, employees then slow
2
down because they feel that extra effort is useless.
Halsey’s condemnation of piece work on the basis
that the benefit reverts solely to the worker is open to
dispute. Many look on this feature as being a strong point
in favor of piece work. This generalization of Halsey's
cannot be accepted literally, however, because savings in
overhead, if not in unit labor cost, revert to the employer
as the result of increased production on the part of employ-
ees under a piece work plan.
Certain features of Halsey's plan inspired little
confidence in advocates of clear-cut plans . His decrying
1 . Halsey, F. A., "The Premium Plan of Paying for Labor,"
Economic Studies Volume ^ Number 2, American
Economic Association, (^The MacMillan Company,
1896), p. 78-80
2. Ibid., p. 76-78
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Figure 7» Halsey (50~50)
Constant Sharing Plan
DAILY PRODUCTION IN PER CENT OF STANDARD
Lytle, C. W.
,








of rate cutting as a means of decreasing employee earnings,
while being sketchy about the establishment of standards,
has provided potent ammunition for opponents of his own
plan. The sharing feature of the plan is often looked
upon as being a fence- sitting device to escape the respon-
sibilities of establishing accurate standards and standing
behind them. However, Halsey's plan is not without merit.
Examination of the plan itself, divorced from the method
of establishing standards, reveals certain redeeming fea-
tures .
The 50 - 50 Premium Plan is based on time and
gets its name from its sharing feature. The time saved by
the worker, which is the difference between the allowed
time for the task and the time the worker took to perform
the task, is split 50 - 50 between employee and employer.
After determination of the minimum time for the task, the
standard is developed by adding double the desired bonus to
1
it. If, for example, the minimimi time to perform a task
is one hour, and the desired bonus is 25 per cent, one-half
hour is added to the minimum time of one hour, and the
standard for task becomes one and one-half hours. There-
fore, the worker would be allowed 12 hours for the comple-
tion of 8 pieces. Completion of the task in 8 hours by the
worker would result in a gross saving of 4 hours, half of
1. Louden, J. Keith, VTage Incentives (John Wiley and Sons,
Inc., 1944), p. 41-42
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which would accrue to the worker, while the other half
would go to the employer. The worker thus earns a net
bonus of 25 per cent for the eight hours spent. If his
hourly pay was $1.00, he would receive $8.00 as his base
rate plus 25 per cent of $8.00 or $2.00 in premium pay.
The feature of the employer doubling the desired
bonus and then sharing the bonus equally with the worker
enables the employee to earn some bonus at a relatively
low efficiency performance. In the absence of accurately
determined standards, the worker is somewhat protected
against standards that are estimated too low. The company,
conversely, is spared the embarrassment of excessively high
1
earnings in the event the standards are set too high.
Much of the opposition to the Halsey plan is
based on its encouragement of inaccuracies in standards.
Premium earnings derived from a percentage of efficiency
basis, as in this plan, create a varying unit labor cost
which is desirable neither from a budget nor a cost view-
point. Payment of bonus at low levels of efficiency,
though encouraging to newcomers, tends to increase unit
labor costs disproportionately at this level of productiv-
2
ity. The Halsey plan by its payment by percentage on
the basis of time saved is particularly adaptable to groups
where there are workers of varying wage levels.
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944 ), p. 42
2. Ibid., p. 42
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Figure 8 . Bedaux Point Premium Plan
A (75-25) Constant Sharing Through High Task
DAILY PRODUCTION IN PER CENT OF STANDARD
Lytle, C. W.
,








Bedaiuc Point Premiiun Plan
This plan was first Introduced In 1916 by Charles
E. Bedaux. It guarantees time wages up to high task, and
for many years the constant sharing principle was used from
that point on. Sharing was usually on a basis of 75 per
cent to the employee and 25 per cent Into a pool out of
1
which a supervisors’ bonus was paid. Most companies
now using the plan have discontinued this practice, the
2
worker being paid 100 per cent of the bonus he earns
.
Bedaux’s plan differed from all prior Incentive
plans In that It emphasized the development and use of
efficiency measuring sticks. This additional feature of




The plan also differed from other plans In the
method of work measurement. All work Is standardized on
the basis of units of time; In this plan, a minute Is the
common denominator for performance In all departments of a
company. This time unit Is called a "Bedaux," a "B" or
one of several other names, and Is made up of the amount
of work per minute plus Its allowance for fatigue. There-
fore, the B unit Is composed of a fraction of a minute of
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 1942), p. 250
2. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 1944), p. "42
3. Ibid., p. 42
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effort plus a fraction of a minute of relaxation. This
unit varies in time value proportionately according to the
effort necessary to perform the joh in question. Stand-
ards are set so that 60 B’s are task, 80 B's being con-
sidered average for experienced workers. The rate of pay
is also on a minute basis, and transformation into hourly




The Bedaux plan is one of the most costly to ad-
ministrate because the amount of clerical work necessary
for its proper operation is considerable, often being five
or six times as much as for most of the other wage incen-
2
tive plans. Established company-wide, the plan often
is more Important as a production control tool than as a
wage incentive plan. The performance of individuals, de-
partments, divisions, and plants can be compared because
the B as the common denominator offers a basis for compar-
ison. The nature of the plan is such then that companies
which do not go into the plan company-wide fail to utilize
its prime advantages.
The unit of measurement is useful in another way.
This same B unit which is the basis of the Bedaux incentive
plan can also be used for cost records. Standard costs 'can
1. Lytle, Charles W., Wage Incentive Methods
Press Company, 1942), p. 251
2. Ibid., p. 252
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be obtained by dividing the base or hourly rates on a given
operation, group of operations or department by 60; there
being 60 B's per hour in a standard performance. The B's
produced divided into the money spent for direct labor
gives the actual direct cost. Division of the B’s pro-
duced into the indirect labor cost gives the actual indi-
rect labor cost. The B's produced may be divided into the
other overhead items, separately or in a group as required,
1
to obtain other cost data.
Measured Day Work
Measured Day Work is an incentive plan of fairly
recent origin. It became somewhat popular in the early
1930 ‘s when labor unions were strongly opposing the exist-
ing Incentive plans. Although standards are established in
the same manner for this plan as for others, their applica-
tion is different. First, job rates are established in
accordance with rate structure principles. Then, on a
direct proportion or 100 per cent basis, higher hourly
2
rates are set at different levels.
The worker's per cent of efficiency is computed
daily by measuring performance against the standard with
the results being posted. When he reaches and maintains
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 1942), p. 25^
2. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
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a certain average efficiency for a stated period, such as
three months, his base rate is accordingly Increased, and
that becomes his pay for the next three months. His effi-
ciency rating for that three months becomes the basis for
the next period’s hourly rate. Assume a job rate of 80
cents an hour with an average efficiency rating of 80 per
cent, and the plan is such that the worker receives a one
cent increase in hourly rate for each per cent Increase in
efficiency. In the event he achieves an average efficiency
rating of 90 per cent, his wages for the next period would
be at the rate of 90 cents per hour.
While the system enjoyed a brief flurry of popu-
larity, it soon fell into disfavor with the workers when-
ever it became necessary to reduce a job rate when effi-
ciency had decreased. The plan, without the Incentive fea-
ture, is still used occasionally but usually only for mea-
suring production to obtain cost figures and as a measure
1
of individual merit.
Hour- for-Hour or 100 Per Cent Bonus Flan
The Hour-for-Hour Plan features payment to the
worker of 100 per cent of the bonus earned and compares
with Straight Piece Work in this respect. These plans are
actually quite similar; the only major difference is that
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under the Hour-for-Hour Plan, standards are expressed in
time per unit of production rather than money. This one
change works to maintain the effective simplicity of the
Straight Piece Work Plan while eliminating the disadvan-
1
tages of money rates
.
Earnings can be calculated on either a per cent
of efficiency or a time saved basis despite the fact that
the standard is always in terms of time. As an illustra-
tion of the time saved basis, the standard would be devel-
oped as follows: If it actually takes an average worker
one minute to do an operation, the company would add 25
per cent for Incentive, and the standard time for the oper-
ation would be 1.25 minutes. Performance of the operation
in one minute entitles the worker to a 25 per cent bonus.
However, should he take 1.25 minutes to do the work, he
receives no bonus, only his guaranteed hourly rate, but
he is still qualified for the job.
Computation of the bonus on an efficiency basis
would establish the one minute standard as 100 per cent
efficiency for the normal man. The 1.25 minute performance
would be 80 per cent efficiency. The worker would then be
paid a 1.25 per cent bonus for every per cent improvement
in efficiency. The percentage of efficiency is derived by
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 39
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dividing actual hours into the standard hours; in the ex-
ample given above, one minute equals 100 per cent effi-
1
ciency.
The Straight Piece Work Plan, from which the
Hour-for-Hour Plan is derived, links the time study and the
standard directly to money. While this form of expression
has the advantage of being clearer to the worker, it can be
disadvantageous to the company. In the event of blanket
wage changes, adjusting and correcting the piece rates be-
comes a tedious and costly job. Where the bonus of the
Hour-for-Hour Plan is expressed as a percentage of the
wage, adjustments in base rates create no hardship. The
plan also has the advantage of being more adaptable to
group application where the participants have different
base rates. The Hour- for-Hour Plan has a better psycho-
logical chance for acceptance by workers than the piece
rate plan because the latter, unfortunately, is synony-
2
mous in the minds of workers, with bad wage practices.
1. Louden, J. Keith, Wap:e Incentives (John Wiley and Sons,
Inc., 1944), p. 40-4l
2. Ibid., p. 41
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III. Principles and Problems of Wage
Incentive Installation
Selecting the Plan
After a company has decided upon the policy
of wage payment based on incentive principles, the next
decision involves the selection of which incentive plan
to use. Each plan has both its strong and weak points
j
its advantages and disadvantages. It would be a mistake
not to give all the plans proper and serious considera-
tion. Quite naturally those that are obviously unsuited
should be eliminated from further consideration at the
outset. The needs of the company and workers alike must
be considered, and that plan or combination of plans which
offers the required balance should determine the choice.
If the incentive application is to be on an
individual basis or is to be applied to a group, the mem-
bers of which receive the same base rates, serious con-
sideration may be given to the installation of the Straight
Piece Work Plan. The plan's principal drawback of inflex-
ible money rates then would work little or no hardship.
The plan offers simplicity, definiteness and low operating
costs. Under these conditions, if the "piece rate" conno-
tation is acceptable to the workers, it would probably be
effective. Modern installations of this plan usually fol-
low the practice of guaranteeing minimum wage rates and the
maintenance of standards.
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The multiple piece rate plans, especially Mer-
rick's, are effective when It Is the company's desire to
1
upgrade Inefficient workers. Taylor's plan, with Its
punitive low rate for reduced or faulty work Is apt to
discourage rather than encourage beginners. The Interjec-
tion of different rates for varying degrees of production
on the same job, tend to make these plans slightly more
complex to Introduce and maintain than the Straight Piece
I
Work Plan. The gain of greater flexibility at the same
time sacrifices a degree of simplicity. Multiple piece
rate plans. In their usual application, resort to tables
2
for the explanation and computation of the bonus . Here
again the principle of guaranteeing minimum wages and
standards Is firmly established as being necessary for
proper acceptance by the workers.
The constant sharing plan of Halsey Is adaptable
to applications where the accuracy of the standards Is un-
certain, and the company feels the need of protection
against extremes of very high or very low earnings. The
plan Is looked upon by some as being advantageous because
It encourages beginners by paying a bonus at relatively
low production levels.
The Bedaux and other point plans are effective
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 1942), P^^^
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in companies possessing strong centralized management.
While tangible results accrue to companies through the
plan's incentive aspect, its provision of a common denom-
inator for the measurement of cost and relative efficiency
seem to be its main contribution to production control.
Management must pay, however, for the plan's versatility
"by paying for its greater operating costs. The adminis-
tration of the plan requires the work of a relatively
1
large clerical force. The plan, in order to be fully
utilized, must be applied wherever possible in the company,
otherwise its contribution to cost and production control
would be incomplete.
Measured Day Work, as an incentive plan, has not
proven to be generally successful or popular. The lag be-
tween the time when increased base rates are earned and
when they are actually paid seems to present an obstacle
to its success. While the plan is entirely acceptable to
workers whose efficiency is increasing, it becomes unpopu-
lar when job performances justify a downward revision of
wage rates.
The 100 Per Cent Plan or the Hour- for- Hour Plan
lends Itself to adaptability either on a group or on an
individual basis. It usually calls for the guaranteeing




^nc'iJ'a ,3ii-t<ie^E8oq toXnaqmoo ai
exfcr riguo^lD iiola£Kiisioo eu'tooB ecJliJas-t
©IdlRiXfic^ olirlW
-monajb npf,u.Too b Id noXaivciq adi ,croeqe.3 .!>v±^xi0anl
e'nalq
^oaelorn© 9vlcrBl^>'i briii -jBto dxiocto'CUEr.Qm sri.i 'io‘1 'lo^Bnl
. Xo*^.^xi( J uoio r.oii nJ;.'?4n Pcf
Ov)’ ceooe
BJi'Xov 'fuilq ©riJ ./isvpwoil .v.-xc c: sxfia ctnoioeaiin
s. 1
-eXfiXirilui ©rIT .8deoo noxJB eg e:li 'lol
s 1:0 ^treow aiU E©'tX.iJpt''i .aoXvii-icJ
XlLu'x jCf c:? -lobio nl ^rteXq • O'lcl
XsoXi^Xn ©ii'i->X
nBqmoo ofi:J ui oXdUe^q bolXqqa ocf xtcim ^bpslXUix
Xo'i.iBOo noXJOUbc'xq l>ub cJnoo o;J ftol.lurfi'tonco p:tX
©EXw'ieriJG
.fcJeXq' tuoxiX bXi/ov
;ton aii:X tHfcXq 9Vloiit;axiX rta S3 ^il'ioi; bs'iucB&M
-ad .'iBli/qoxi Xi/XtQ-'Oods ^XlB'ion&s
©c o:r nwvc'iq
brt© bo/riBo u^3 aaJB’i oL.ud ..aEBa'ionX nedw eatXc.-
)rld fiaoVv-
©X'->BX?ado .iB-da^aM'iq oo* Lrsec: bXaq \'XX"^x>wOB ©'ib
nedrf
od oXd.sdqe'-^oB \Xo'tXdn© hi i-.-Xq ©XldW . bedool'e
e^i od
-:;qoQiiir EGDiooad Ji .la:iO-£onX eX -DXioXon'i© ©eorfv
e‘Io:>I'iov
“o fioX^lvoi bTB\xfTVt'b 3 '\{'iXdeBt E9on.‘^<fi*io'i‘ioq
aoav ‘Xt.X
.E©d 'i GBx-.v
xtsiq 'iiroH-iOl-'ixxoH erfo lo xabX®* dxieO
*10
-i COX odT
iiB no to qi/c*i3 9 no neddi© lleedl
8f?it&r
3iiXee'dji;iT:fli;8 ©dd 'lol bXXbg ‘vXiBBPii 1- . slsBd XBxibivlbnX
r^Ii'juiGyi erlT) aboxidaM evXdneofll ©^bW ^eXn^ .i
', O'j Vq J^7<ex .-^fieQEioO EES^x^i .
51
of minimum vages by the company and the maintenance of the
established standards for performance. The Hour-for-Hour
Plan, while retaining the Straight Piece Work Plan's strong
point of paying all of the incentive earnings to the worker,
at the same time is freed from the inflexibility of the
money piece rates. Expression of worker productivity in
terms of efficiency percentages affords a medium of com-
parison between the productive efforts of various divisions
of the company. The plan, therefore, seems to combine the
best aspects of the Straight Piece Work Plan and the point
plans while eliminating their draw-backs . This plan has
the further advantage of offering lower operating costs
than the Bedaux plan. The plan is relatively simple and
easily understood by the participants.
It is not always feasible to select one plan
and then attempt to apply it to all phases of work. Various
departments have problems which may present obstacles to
the application of plans that have proven successful else-
where. Oftentime the company's incentive program is served
best by studying the needs of each individual group and
1
then applying the plan best suited to each group. How-
ever, when it is possible to apply one basic plan equally
well to all divisions, administration is simplified. The
1. Anderson, Kenneth B., "Incentives and Supplementary
Wage Payments," Handbook of Business Administra-
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productivity of all divisions can be expressed in terms of
one common denominator, and the company has available a
yardstick by which the relative merit of each group can be
measured. C. W. Lytle summarizes the essentials of a good
incentive plan as follows:
1. It should be just to both employer
and employee, increasing the mu-
tuality of their desires. It should
be positive, not unnecessarily puni-
tive, and so operated as to promote
confidence.
2. It should be strong both ways, that is,
it should have a standardized task,
preferably high, and a generous reward,
the latter should usually be in direct
proportion to employee effort, prefer-
ably more than thJLs for the highest
productions
.
3. It should be unrestricted as to the
amount of earning, that is, the rate
guaranteed against change until the
job is changed.
4. It should be reasonably simple for an
employee to figure, prompt, and clear
in its relation to Individual perform-
ance, as well as practical for shop
procedure. Intelligent employees dis-
like to see excessive clerical work
nearly as much as do employers. The
time period over which efficiency is
averaged should be short, usually a day.
5. It should be flexible and Intimately
related to other management controls.
6. It should be an aid to teamwork and
automatically assist supervision.
7. It should have the employees support
and in no respect be paternalistic.
8. It should have full managerial support
in the matter of production, material
and quality control, maintenance and
non-financlal incentive.
9. It should not be used temporarily in
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times as a means of wage reduction.
Basic Requirements of a Sound Incentive Installation
Wage incentive programs, like any enterprise,
must of necessity be inaugurated and maintained on a sound
basis to enjoy initial and continuing success. In addition
to the principles enumerated above there are others which
should be given proper consideration. Procedures should
be standardized in the department where the installation
is to be made. Incentive rates are on a firmer foundation
if based on standard procedures with the participants being
well trained in the job methods. Standards must be based
on definite quality requirements with direct controls be-
ing established over waste, or they are liable to bring
2
harm to the company rather than benefit.
Security of income is important in the minds of
most workers; therefore, the guaranteeing of base rates is
usually looked upon as being essential to a successful wage
3
incentive program. However, in order for the incentive
to be effective it is generally conceded that there should
be a sufficient spread between the guaranteed base rate
and the normal bonus rate to provide incentive to extra
1. Lytle, Charles W., Wage Incentive Methods (The Ronald
Press Company, 19^2), p. 32-33
2. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 194^), p. "^+8
3. Ibid., p. 46
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effort or sustained effort. If the spread is too small,
the incentive to produce is lacking. On the other hand if
it is too large, the reward for increased output is paid
before the production is discernible, thereby resulting in
disproportionately higher unit labor costs.
Workers under an Incentive plan are apt to feel
more secure against unwarranted changes on the part of man-
agement if they are provided with definite, written state-
ments of the company's policies in regard to the plan's
administration. Instruction booklets which outline the
2
company's policies and methods often prove to be helpful.
Provision should be made in the plan for equi-
table adjustments to be made by the company when the work-
er fails to meet the task, and when the cause of the fail-
3
ure is beyond the control of the worker. Tills gives the
worker evidence of the company's fairness and also works to
put pressure on those responsible to maintain conditions at
the standards upon which the job is based.
Whenever it is practicable, the Incentive appli-
cation should be on an individual basis. When this prin-
ciple must be deviated from and the installation is made
on a group basis, less difficulty will be created if the
group is kept as small as possible. If the plan is on an
1. Louden, J. Keith, Wa^e Incentives (John Wiley and Sons,
Inc., 1944), p. Vr
2. Ibid., p. ' 47
3. Ibid., p. 48
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individual basis, the incentive is stronger for the more
capable individuals to exert themselves because they know
that the bonus earnings will accrue to themselves alone.
Should .they fall to make bonus earnings due to factors that
are under their control, they can rightfully blame no one
but themselves. Many group installations suffer the handi-
cap of inefficient workers who tend to discourage extra
effort on the part of efficient workers. The better work-
ers feel that the rewards will not be proportionate to
their own efforts, and the poor producers will benefit by
1
the production of the conscientious workers.
The plan should cover as much of the work in the
department as is practicable. Omission of work that can be
included tends to demoralize the workers who are performing
it because they have no opportunity to increase earnings
by increasing their production. However, when an effort
is made to cover as many of the different jobs as is possi-
ble, consideration and proper emphasis must be given to
certain factors such as: quality, waste, spoilage, ex-
penses, supervision, indirect labor, and excess costs of
operation in addition to direct labor.
Relationship of Wage Incentives to Rate Structure
Modern incentive applications, which guarantee a





c'iciti 9iict 'io*i 'iSj^no'iu fl ti.t svxvIxitiOfii giW Xsi/ipJ-V
vcmi '<9/1^ ©ai/X09Cf 8dvX6c;Ki>ricr jioxc Ou aXi3ijf)lvlo(iX oXiXbciso
.9acX.*-j u8vI©0M*:-^fio cd" uu'iL>oB XXXv Ejn.iuci'i-E*-© 9ild dr-rict
dfiiid 2‘iodoiil od eub a^nin'iBe ajxioa cd lla't '^ofld. blaoxiS
sxio on 9j:L3ld ..XXu^idiiji t-i nso ^©dd .ic-idnoo ‘iXactd 'lafortu ona
©lid 'iat'tne ariold :XXfidenX qoo'ig . sevXsemoiid dird
aiJxe o3©-xuoo8±f> OCT bnod orfv e'loji'iov dnoX od'l'ionX “io qao
-'Xiow *i©dd©ci ©iiT . e'XQ^'TOV dutoloX'i'i© "Xo dTiaQ ©lid, no d'xoli©
od adJsnoXd'iocjo'ici odi doxi XXlw st/iawdi orid dmld X©©'! e^is
\d drioiiod XXiv tt'ioynbo-i^: "looq ©iCd bna ^sd'io'i'l© iiwo "iXerfd
.BneMiow BiioXdxiDi'iaaoo odd lo noXdOLrJbOTd ©dd
orld nX X'xov orid lo rloora a© ‘lovon bX-tforis iJ’iXq oxIT
©ci nao derid :4iow lo uoXaaJxnO . eXcraoXdo^yxq aX c© dnsiad^xaqsb
oiiV E'xoii'tv V ©rid ©s; XXa'XOW&b bd sbiiod bobuXpnX
0
esnXa^ia© ©s&o'ionx od ^dXrixfd'ioqqo on evarl ^orfd ©euaoori dX
d'lo'l'l© ii3 noriw ./tevovol . *io Id oobo 'xq ‘iXorid ^xi/'wao'iociX \,'cf
-Xeaoq aX ss soot dao^-o'llXb erid iX- '^aac ea 'xovoo od ebsci gX
od novXs o<! dsoci GXE©ri0ai8 'xeqo'xq bna noXdanoJbXeaoD ^eXd
-K:> ^osaXioqs .od2Si/^ ^\3 Xlr>iJp tsa rioira a'lodoa'l xiXBdnoo
“^o edaoo eaoo::© bn© ^'locfaX dP9*iXbiii ^iioXGXv'Xoqt/s ^Goerioq





' e-x: doiridg ©daH Qd
_
aevXdneoftl sr^aW lo c XriGfioXdaXoH
t*





enoc biia ^©XXW nxiob) ©evXdiiooxxI ©•^;©B ^ ^xldXeX • • ^iiebjjo.I .1







minimum wage, are designed to reward workers for production
over a specified minimiam amount. This, of course, assumes
the payment of fair rates of pay for production up to the
1
quantity specified. Wage incentives, to he viewed in
the proper perspective, are not part of base wage rates.
They are not a substitute for differences between low rates
paid and the going rates of the community. The base rate
is payment for a fair day’s work. Wage incentives are the
inducement for a better than normal day's work; payment,
therefore, should make the total take-home pay greater than
that received for normal effort. In the past, and to some
extent in the present, companies have employed wage incen-
tives as a means of increasing a man's earnings without
changing the base rate for the job when it was considered
too low. Misuse of the incentive idea in this manner con-
tributed to the loss of favor for incentives in the past,
and practices of this sort, presently practiced, may lead
to the ultimate failure of plans that would otherwise suc-
ceed. Failure to adjust base rates properly before the
Introduction of the incentive plan, may work to distort
2
the wage structure of the company.
The Incentive plan and base rate structures
should be kept separated both in their preparation and
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 1944), p. T6
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determination. J. K. Louden in speaking about this problem
said.
If both the rate structure and the in-
centive plan have been accurately and
equitably established, we have the
ingredients of a successful and har-
monious wage practice and experience.
They should Inspire confidence and
thus gain the trust and support of 1
both supervision and hourly employees.
If an equitable rate structure is absent in a
company contemplating the installation of a wage Incentive
program, proper wage adjustments should be made before the
plan is introduced. In order to rate each job in relation-
ship with the other jobs in the company, an adequate plan
of job evaluation should be selected, and the method of
approach determined. Several key jobs are usually se-
2
lected to serve as a basis for comparison. Detailed
descriptions are prepared for the key jobs and for all the
other jobs. The key jobs and then all the other jobs are
ranked and evaluated, each in regard to its relationship
with the others. The relative value of each job is thus
determined. The rates paid for the key jobs are compared
with those paid in the industry and in the community.
Equitable compensation for the key jobs is established,
and subsequently maximum and minimum rates for the other
jobs can be determined by comparing their relative worth
1. Louden, J. Keith, Wap:e Incentives (John Wiley and Sons,
Inc,, 19^^), p. 19
2. Ibid., p. 17
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to the company with those of the key jobs. A procedure
of this sort assures that each job is paid for according
to its requirements of skill, experience, education, re-
sponsibility and whatever other factors may be considered
important.
Relationship of Wage Incentives to Methods Analysis
Methods analysis, and its objectives of work sim-
plification and job standardization, are concerned with the
analysis of work methods in order to determine the best way
of performing the task. In theory and in practice there is
"one best way" to do every job. Methods analysis is the
search for this method. The application of methods analy-
sis or industrial engineering has resulted in immeasurable
improvements in production techniques and work simplifica-
tion in factories and offices alike. It is by the methods
analysis, made in advance of the establishment of produc-
tion standards, that management usually realizes its great-
2
est savings when an incentive plan is undertaken.
The lack of understanding of the principles and
potentialities of methods analysis by workers and supervi-
sion alike has hindered its recognition and advancement.
The shortage of trained engineers and the opposition of
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. IB"
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both management and labor to technological change have pre-
sented obstacles to the work simplification concept. Now^
however, the real worth of this activity is appreciated
more in Industry and is being increasingly recognized in
the office. Improved educational and training programs,
substantiated by definite accomplishments, along with the
Inclusion of both supervision and workers in the program,
1
have hastened its use and acceptance.
There has been a growing tendency to engineer
jobs before placing them on an incentive basis. It has
been found that this practice reduces the number of changes
of standards due to job improvements after the Incentive
plan has been installed. Plant managers, and this should
also apply to office managers who are desirous of main-
taining harmonious employee relationships by paying higher
wages while still reducing costs, have found that savings
resulting from methods analysis are an important contrlb-
2
uting factor toward this goal.
The foundation of any wage incentive plan is
the work requirement. This standard is usually based on
careful work measurement by time study. Time study ana-
lysts correlate the amount of work done with the amount of
time taken to perform it. If the work is Improperly organ-
1. Louden, J. Keith. VTa^e Incentives (John Wiley and Sons,
Inc., p. 20-21
2. Ibid., p. 21
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ized because the method of doing the work has not been
studied, a certain amo\int of waste effort and waste motions
will be Included In the work method.
Time studies taken on jobs which are performed In
a variety of ways and with varying amounts of Ineffective
motions present, offer a very Insecure base from which to
formulate production standards. Standards established on
this basis will force workers who are not able to Improve
their work patterns to perform all elements of the opera-
tions at a higher speed. Including those motions which are
unnecessary. Practices of this sort In the past led to




After the operation has been studied, the work
simplified as much as possible and the operators thoroughly
trained In the new method of doing the work, the time study
analyst Is In a position to do an effective job. Equitable
rates can be determined with some degree of accuracy when
he does not have to cope with unnecessary motions and a
variety of methods. Thus, establishing the "one best way,"
teaching the worker how to do the work In the new manner,
and then establishing fair production standards which are
Incorporated Into a just Incentive plan, provides the
worker with the Inducement to keep on performing the work
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 22
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in the "one best way." Working on an Incentive basis tends
to discoxirage the workers from falling back into old work
habits and to encourage the maintenance or betterment of
the standard output of work of acceptable quality with a
1
minimum of waste work and material.
J. K. Louden said in relationship to this aspect
of wage incentive installation, a good policy is that.
No standards should be established on an
operation for Incentive purposes until
that operation has been subjected to a
study involving the use of these methods
improvement techniques and the result of
that study placed into effect in a
satisfactory manner. 2
Selecting the Unit of Measurement
Measuring the amount of work done by operators
can be for the purpose of cost analysis and/or for the de-
termination of the bonus earnings on an incentive plan. In
both cases the unit of measurement should be selected care-
fully in order for it to be fully effective. Accuracy in
determining the amount of work done is the primary consid-
eration when deciding which unit of measurement should be
3
used. Since quality, as well as quantity, is an impor-
tant consideration in Incentive applications, it is well
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 19^4), p. 22
2. Ibid., p. 23
3. Clark, Wallace, "Measurement of Office Output," Hand-
book of Business Administration (McGraw-Hill.
1931), pT"5H3
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UNITS OP MEASUREMENT FOR VARIOUS TYPES OP OFFICE WORK
FUNCTION QUANTITY MEASUREMENT quality measurement
Handling of Incoming mall in
a Mailing Department
Slitting envelopes One envelope Mutilated envelopes
Remove and date stamp
papers
Nimber of letters or re-
ports
Number not stamped





Delivery stations Number of misplaced letters
Handling of outgoing mail
Collections Number of collection
points on each trip
Variations from schedule
Sorting Letter or report Errors in sorting
Enclosing outgoing mail Nimiber of envelopes Number returned by re-
cipients
Stamping Number of envelopes Postage due returns
Dispatching interdepart-
mental communications
Nimber handled Number of misdirections
Messengers outside the
office









and record number of
papers misfiled




Inspect and check with-
adding machine




Making plates Nimiber of plates Inspection
Printing Humber
hour




Set-up time plus nimiber
of copies per hour
Number of spoiled or
Illegible copies
Order Department
Checking accuracy Number of orders Number of errors overlooked
Enter orders on Invoice Number of orders Number of errors
Extending prices Number of orders Humber of errors
Checking shipments Number of orders Humber of items overlooked
Accounting Department
Posting debits and credits Hxainber of items posted Nimiber of mistakes
Auditing Invoices Number of invoices Nimiber overlooked
Operating calculating or
adding machines
Humber of forms or folios Incorrect transmissions to
machines
Tabulating machines' Number of forms coded
Number of cards punched
Humber of cards verified
Humber of cards sorted
and filed










that a unit measure of accuracy be established along with
the unit measure of output. According to Wallace Clark,
office work may be divided into four main classes: "l. Hand-
ling papers, 2. Correspondence and typing, 3. Clerical and
statistical and 4. Accounting," all of which can be accu-
1
rately measured.
Handling papers includes incoming and outgoing
mall, inter-departmental communications, messenger service,
and the sorting, filing, and finding of papers. Clark
recommends that the iinit of measurement for these opera-
tions be a sheet of paper or several sheets of paper fast-
ened together and considered as one letter or report. The
operations involved in the handling of papers with some
other types of office work along with their units of mea-
surement for both quality and output, are contained in the
chart facing this page.
Operator Groupings and Time Intervals
Although accurate and precise standards are nec-
essary for the success of any incentive program, the method
of using them also contributes or detracts from the success
of the program. Standards can measure the production of
individuals, small groups, large groups, departments, or
1. Clark, Wallace, "Measurement of Office Output," Hand-
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even major divisions of a large company. The time interval
which is used to calculate the performance may be based on
the job, the day, or the payroll period which may be weekly,
1
bi-weekly, semi-monthly, or even monthly.
General practice is to base the operator group-
ings upon the production practices in use. Workers whose
productivity is independent of others, with the exception
of service personnel, usually are handled best on an indi-
vidual basis. When work is performed by teams, groups, or
lines, the group application is used in which each member
2
shares equally any extra time gained.
When establishing the time interval over which
incentive earnings are calculated, consideration should be
given to several factors which may vary widely within the
Industry the company is a part. Where the relationship be-
tween production and the time it takes is close, the work-
day is considered by many as the time period which provides
the worker with the greatest inducement and which offers
him protection against the loss of bonus that has already
been earned whenever he has a poor production day during
the week. However, there are times when recording produc-
tion on a daily basis is made difficult because of Incom-
1. Dunn, Carl T., "Is the Incentive Correct," Incentives
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plete units at the end of the day. It may he necessary in
situations like these to use the job time as the time per-
1
iod.
When the relationship between the time required
and the amount produced is not constant, the standard may
be based on averages. A sufficienty large time period
should be used in standards of this type so that the bonus
actually reflects the extra effort and not only just better
than average working conditions. When variable conditions
such as these are encountered, a week is often selected as
2
being the best time period for the incentive computation.
Establishing the Standard
J. K. Louden stated that the primary piirpose of
an incentive system is, "to offer a financial Incentive
for a worker or a group of workers to produce work of an
3
acceptable quality over and above a specified quantity."
This "specified quantity" or standard is the keystone of
the whole Incentive plan. The plan's success or failure
depends, in a large degree, upon the fairness and accuracy
with which the standards are set and whether or not they
1. Dunn, Carl T., "is the Incentive Correct," Incentives





2. Ibid., p. 25
3. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 13
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are guaranteed against unwarranted changes.
In order for the plan to elicit and deserve con-
fidence, each worker must not only know that the standards
are fairly established, but also that the task requirements
of his job are reasonable in comparison with those of other
jobs. He should know that regardless of what job he may be
assigned to, he will always find that the new tasks are com-
parable in their demands on his energy and skill with those
of his preceding job. He should be given assurance that
the standards will not be changed if conditions do not
1
change regardless of his performance on the job.
The success of the plan requires not only the
maintaining of standards but also the rigid maintenance of
the specified conditions. Laxity on the part of management
in performing its part of the bargain can be as unfair on
incentive workers as the unjustifiable changing of stand-
ards. Job conditions and standards should remain unchanged
unless there are good and just reasons for adjusting them.
The establishment of unchanging standards re-
quires that they be based on facts derived from careful and
thoughtful analysis. Incentive plans are jeopardized from
the outset if their standards are based on past performance,
what other comimnles are doing, snap judgements or unstudied
1. Louden, J. Keith. Wap;e Incentives (John Wiley and Sons,















b6'Jn'^'l'^:i^l^\T^Lli :) anJ:fi^-;ii .osodniVi-^' ^V fc>'X ^
ton ' 3V‘i9 a 31^ Jbn i. d loj*:! n oa- n'.'.C ^ •04'^^ ‘XO*! ".tolj'co Jt.i. > n .
coiJQr>it.’^a 3iW vai:>£ “^.Cxju oOK ^Juirin ^v' Arioy' do.<iO ^ooxlobll
^clMtO.'iO’X.tifpO'* 9rio J (Qsj t d'L/xJ " . 3dfl3.t:j.u ‘X? so tj’Xn
‘inaxfo 'io sacrJJ’ :WJ:''./ noni^’jfyiniO'O’ lii 9Xd't.noe;-'3‘X ^ -ca uo{,.; Q,.til lo
txf vf,r. Oil a'ot ^ ?»8oXfo-x vonX olt/oiia oil . ecTot
- :oO 9-x:i aiia-'i Wuii biU*! a<.xJW.U I.".;:v.- erl boiraXcan.
-
oaoc^d- uo'X“f IXl-ir. J):ib v^yit^na a.hi ao. aUx''.uob "fXo.aci rii
d’D.ij xoiia-xya^a njy^f^ o'i blTjoiie eH .cfo^, 3i:lf)op«‘i'{ B.ta *io
tJori Ob Bnoj-^J-brLop *11 bo,xii,vfo ecf aon I.C.i v ab'inbnePG biixl ^
f ‘
.cfo-, o.iJ CIO OTafii'Tjcoi'iaq aid 'h) saolbxav.oi ^gi^a^Io
o.Xo, "iXiuj cion eoTtlup ' L tusl’i fj:U lo aes-joua a:!'!
‘j.0 onnanoc: ala‘.f;£ c aoXii Ptro* ainc-^'iniJcta lo jinJ r-lnc^nla'ti
lnoM0 :^-ixi.‘in' lo I'lar olct rto . naolcVtbnop balilno^ia sill
uc xl vxii.; an ocf (uo fllsv i .d odd lo d'l v all ,fil
a :,o jiij-iaorlo j.Cdi^i'ilcf «i/Lcwf rx-^.^iow avlctctoonl
'tl-'tf lO‘£ i)X',-'ons ob'ic.bnnos bxL* sjKC.rUxKton g’oX , sb'^B
. t..:'c! "^nl j airf,>3n; 'jEol 2c:o i O’X dtib", bJtb , t)Oo;i o-xodd cc-oI'C'/
-.1 s-b’X. i.bi o'.cJ a yilv^n^'iL^ni' ‘lo drunilsi-Cdadao- e.I'l ^
jj:i ’. lu'xo-iiio cio -ii uOVl'xoN aciO-o'i Ao'boexjd t>d ci -.rlc: co-xlt/p
. £ro''l ot -il vx 3nC'0t x£i :.[r cv.':ln.ooxfX . eln'zf.Aii ^ udl: rlsu.oxid
. 30 ' < ''ui'xol C'-j do’jy. no jboajLid o‘X". ufyi^HBd s ’zJ: doacluo odd
'




. .siioa bn.o oIIV xirfob) S'^vlduen.Ll jldloH .X. .uoLuod .1
P*
i*' '.,









opinions. Although past performance figures may he
helpful as a rough check on accurately determined standards,
they contain too many variables to provide the actual basis
for the standards. Many times it is impossible to evaluate
properly the personnel upon whom the production figures are
based. Absenteeism, soldiering, and exceptionally ineffi-
cient or efficient periods further tend to complicate and
distort the figures. Other variables which include such
factors as supervision, equipment, working conditions, type
of work and methods also contribute to the inadequacy of
the figures
.
Work is, for the most part, a combination of men-
tal and manual effort with the relative amounts of each
varying among different jobs. This effort is expended over
a given period of time. Manual work, whether in factory or
office, can be measured with considerable accuracy. The
results of work then, regardless of the energy expended,
determine its value. It is the individual’s productivity
that greatly measures his worth whether he works for an-
2
other or for himself. Accomplishment is the result of
the application of effort, and since both the intensity and
duration of the effort Influences the accomplishment, the
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 19^4 ) p. 14
2. Barnes, Ralph M., ''Is the Rate of Output Right?,"
Incentives For Management And Workers . Production
Series Number I6l, American Management Assoda-
tlon~ (ig'ts), p. 11
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measurement of work done should consider both quantity and
time
.
Authorities on wage incentives are practically in
complete agreement that time study is the only satisfactory
method of determining what a standard day’s work is. The
use of standard data and standard time values, when care-
fully defined, is also satisfactory if the information has
been derived from time studies. The accurate use of stand-
ard data to compute time standards offers a technique which
requires less time and which is likely to produce more con-
sistent results. Standard data, however, should be used
in only those installations where it is economical to com-
2
pile and validate them. Standard data can be useful to
a company in many ways; the following have been advanced by
J. Keith Louden:
1. Basis of standards used for estab-
lishment of wage incentive plan.
2. Basis of standards used for devel-
oping standard costs.
3. Basis of standards used in devel-
oping operating budget.
4. Making cost estimates.
5. Data in redesigning plant layouts,
process equipment, and products.
6. Basis for the development of stand-
ard data for use in all departments
and plants
.
1. Barnes, Ralph M., "Is the Rate of Output Right?,"
Incentives For Management And Workers . Production
Series, Number T5i, American Management Associa-
tion, ( 19^5)7 P- 12
2. Ibid., p. 12
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7. Preparing production schedules
and plans
. 1
Standard performance is the amount of work the
employer expects in return for the worker's guaranteed wage.
When an incentive system is used, the worker receives a bo-
nus which is in direct proportion to his output beyond the
2
established standard. These standards are what a normal
worker is expected to do in the performance of his job.
The worker, upon whom the standard is set, should possess
the normal mental, physical and skill attainments called
for by the job. Establishment of the standards should be
done on a fair and equitable basis. Excessive exertion and
concentration should not be expected, but an average day's
3
output should be required.
Time study procedures have been well standardized
for the most part. The operation to be analyzed is broken
down to its elements, and these elements are timed with a
stopwatch. The pace at which the person worked while being
timed is recorded. A representative time is determined for
each element. The information recorded in relation to the
pace observed by the analyst is used by the time study man
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 19^4) p.
2. Barnes, Ralph M., "is the Rate of Output Right?,"
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as the basis for his "effort" or "performance" rating. The
rating factor Is applied against the selected time to ob-
tain the normal time
. The nonnal time thus derived is the
time a normal worker, working at a normal speed, should
take to do the job. The standard time is computed by add-
ing to the normal time allowances for personal time, rest
from fatigue, and, when needed, for delays. The standard
time is expressed in terms of quantity and time, usually
as minutes per piece or units per hour.
Although time study is looked upon by many as be-
ing the most accurate method of determining standards, it
too is subject to criticism. While the stopwatch and ana-
lyzing techniques can be developed by training, the judge-
ment factor that is necessary to adjust the study to normal
conditions is subject to wide variances. It is difficult
to maintain normal conditions, and it is almost impossible
to select a truly normal worker. It, therefore, becomes
necessary for the time study man to grade the performance,
either up or down, in order to establish an equitable rate.
This ability to judge varies among analysts. Some are len-
ient, while others are stringent in their interpretations;
others are in between. This phase of time study calls for
1. Barnes, Ralph M., "Is the Rate of Output Right?,"
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supervision on the part of management.
It is management *s responsibility to select only
properly qualified men to he their time study analysts and
to see that they receive adequate training. The establish-
ment of rigid procedures and constant training on princi-
ples, coupled vlth the ceaseless checking of one analyst
against the other, is necessary to obtain real uniformity
2
of study within the company. Corrective measures should
be taken when necessary so that the time study men will set
3
cons i s tent s tandards
.
An established standard should never be subjected
to bargaining or negotiating. A standard for the work nec-
essary to perform an operation should be determined as
thoroughly and accurately as possible. Subjection to in-
fluences that may distort its validity will tend to jeop-
4
ardlze its success.
Standards, to be established both consistently
and accurately, must be determined according to tested and
accepted procedures. Listed below is a summary of J. K.
Louden’ s requirements for the establishment of accurate
1. Louden, J. Keith, Vage Incentives (John Wiley and Sons,
Inco. p. 24
2. Ibid., p. 24
3. Barnes, Ralph M., "is the Rate of Output Right?,"
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1. The proper organization of the job
based on the findings of thorough
and complete motion study.
2. The proper training of the operator
in the new method of work.
3. The competence and ability of the
engineer making the study.
4. The degree of accuracy attainable
under the particular time study
procedure and techniques used.
5. The proper and constant maintenance
of standards in accordance with
changes Introduced into the opera-
tions .
6. The adherence of new standards as
they are developed to the established
normal output level to the degree
possible, using present methods and
techniques . 1
Quality Control in Incentive Ins tallatlons
A common objection raised against the introduc-
tion of a wage Incentive system is that the quality of work
will suffer. If quality and material usage factors are not
fully considered in developing the plan, this objection can
be substantiated. Failure has plagued past installations
that have overlooked this consideration. However, ade-
2
quate provisions against this contingency can be developed.
It is necessary to establish quality standards and to make
provision for their maintenance before the measuring and
recording of any kind of office work is attempted. Failure
to make proper provisions may lead to Increased production
1. Louden. J. Keith, Wage Incentives (John Wiley and Sons,
ino., 19M)7 p:25
2. Ibid., p. 140
: pjb ',1 ' J" e yb:. o'.f
(So[, e;io lo >iiiri 3p/xo ‘Xu:iO'<;q OilT .
'
liguoiorW CO jrlct /tc bosr^cf'
.
\,LjjJoS nc ioOfn
'XOwi;‘X3qo arid' 'io rc' X'Xii oxfJ . ^
. 'bio^r ‘lo boild er: './o:c eud’ nl
a.dd 10 qjllld’ii I'jrwi GOxc'jcJ aqinoa oxIT .
.'Ijicdc; orl' loanl'-iici
0 j/j ''n ' •ctd'/'' -/Ci'ooii lo orcT .
'.'ji/'dr. -, -rid ‘C -cytjn'j
. joacr OGiJpljUcood ha^> O'l'Jbenocq
di'.r.J’o.'.o-') la-ioiq ori^.’ .c
ilulv Gon.-i^.-iono.^' ill sh'iJirjnJio 0 I:-,
-t.ieqo orir odcil xjoouJjo-iwlil ao’^jxc'.rfo
. a.aolj
SH i'r)‘LP.bat^-:ta wan lo oor.Moxlon of(T . )
La.lcllcfc'd BO oncJ oct ^o<:oXoV3l> a'ln q -rll
oo -*3 'O arfl ocf Xaval duqluo l yci'i-'Ct
jjn-’. Eoo'Idoji daasenq j.nlEj; ^oldleeoq
I . QOUQ'Ul.lOji
-
-vxc'roiil axil iBnlEi-.-x batlx-i croldoet^i*^ >,X'i:L.iOo \
:l‘tow Ici qx^il '.up or'd’ a -uld cl mod eve ••.•vldnoiecJ: a-j-ov •, lo xicld'
Jcxi one cioc ').?>! o^cetr li-.lnojor.t br.i. vlxli-np IX .laHuc IIlv
ru') noldoi'tcfo slrll .nrlq axlcf ^nlrolovob nl boioblcnoo




xovo'.JoK .noid- .loiilarioo B.*.([j baMooIiavo averi d-oxid
. boqorxvjJb ocf nno '^ono.qnldnoo alrlc? dcnl ova erioielvonq adBx/p
o:lBM oJ l)n.:i ebnsbnBoS vdlX urp .rfcllcxi'-d so ol \ieecaoon el 11
jbnxi 3,t 1'::?;3 ''•am a:il onolod’ aonr.nelnlx’m 'ilaxtl lol iiolslvonq
a‘VjLrI ‘X'L . Tilqrirdln eJ: eolllo lo brtl^i lc> gnlbiODOT:
noil 01 / bo -xq boBx.aiDiil cl br.aX enolelvoiq 'laqo'iq erjtflm ol
.snob xiif:' \oX.^.W nxloX*) aavllnaonl ^xflledt .L .no.bnoJ .1
"62
.




at the sacrifice of quality. Accuracy and appearance are
1
the prerequisites of quality in office work.
There are several types of quality control; a few
of which are as follows: "(l) Non-financial type of control "
is used when quality or waste are not of great importance.
Educational and training programs in conjunction with the
pos.ting of the workers’ accomplishments. "(2) Payment of
production incentive earnings on ’ good ’ production only"
is enforced by eliminating from count the units that do not
meet the quality standards. This type of control is effec-
tive when labor cost is the dominant factor. "(3) Payment
of production incentive earnings on ’ good ’ production only
wl th salvage time Included as work time " is a more restric-
tive practice than the preceding one. Full production cred-
it is allowed after the unit has been salvaged^ re-processed
and passed inspection. "(^) Payment of incentive for re-
duction of waste or conservation of materials " is used
where the value of the materials used is relatively high
and the worker exercises control over their use. "(5) Pay-
ment of incentive on ’ good ’ production only with the fail -
ure to meet the established waste s tandards acting as a
penalty" is used to curb waste when production increases
under the incentive urge. In this type of control the
1. Clark, Wallace, "Measurement of Office Output," Hand-
book of Business Administration (McGraw-Hill,
1931), pTBBs
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major emphasis is on output hut where material costs are
1
also fairly high.
Definite standards of accuracy can he developed
because errors can he measured and expressed in quantities.
The number of errors committed by a worker indicates the
extent of his departure from these standards. The stand-
ards vary in their stringency, of course, according to the
nature of the work and the policy of the company. For ex-
ample, the standards would be absolute accuracy for the
preparation of Invoices which are to go to customers. In
establishing monthly balances of controlling accounts,
errors up to $50 niay constitute satisfactory accuracy. In
any case the Important thing is to have the standard of




The appearance of work, which consists mainly of
neatness and legibility, usually cannot be measured accu-
rately. Standards of appearance are usually defined in
written instructions which are as clear as possible. Work
is inspected and compared with these standards of appearance
3
by the application of judgement rather than measurement.
The habit of maintaining quality should be en-
1. Louden, J. Keith. Wage Incentives (John Wiley and' Sons,
Inc., 19^4), p. 132-l4d
2. Clark, Wallace, "Measurement of Office Output," Hand-
book of Business Administration (McGraw-Hill,
1931 ), pT5^3
3 . Ibid., p. 883
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grained in the worker before participation in an incentive
plan because it is apt to be difficult to change bad work
habits after the worker has been once induced to greater
production. All workers should be thoroughly trained.
The actual work to be done must be explained to the worker
so that he is completely impressed with (l) the purpose of
the work, (2) the relation of his particular operation with
the other work being done, ( 3 ) the relative importance of
the various aspects of the job and, (4) the method in which
it is to be done. The best arrangement of the work place
and the necessary operation should be thoroughly taught
as well as the best motions needed to perform the work
properly. The correct sequence of motions is taught and
only then should the habit of speed be developed. Insis-
tence on accuracy must be maintained at all times and so
thoroughly engrained that it becomes a habit.
ov^jrioorU riB al ^lolocT 'i&:>t'iov 3rlci itJ: bsiiis'i^
ii‘iov bi'-Cf cJ Xi/o xb ocf oc) o'ciii cX XX o2jjijo©(f niiXQ,
'IoX.so'jl3 Ou £>30{J'i)XiX oDfio ftv)©cf D£iil 'iyvi-icw orfo ^iocj'iiSt eXldarf
.bL-i'tXo'iX vXii;)i;c*ioiIX od bXxicrle e/ioiixov IX Af .aoXX oifborto;
"iQ>^icw enX oX Jt>6iilisXqx:c ocT-Xsi;'.-! ouoo.' oci oX itiow IsuXoii ©iXT
lo ©soc^ir/q otlo (X) riolw boBso-iqinX Y-Et'>Xt.)Xqtnco eX or! oe
i^:X ’w aoXv^^tf^ jq© rcfiXuoXX^Xijq sXii 'io noXXBXai 'oriX (s) ^:I*iow oiiX
Xo uoasXXcquiX ©vXdisX&'i ©rlX (^.) .enob ^nX©tf 2i*iov ^©xIXo ©rlX
rioXflw ni fiOrfX^m uilX (^) ,bxv. cfot ©rlX Xo eXoeqsB si/ci^irr; erfX
ooBlq ijI'Xov odX'Xo Xiiea&j^ti-STniA Xaeo’ sriX' .©nob ©tf oX cX XX
Xflp^jeX -^Xiicao'iQriX ©cT bXxrcris noXXiJ-ioqo ^'iBessoen ©rid ba^
%
tii:i cnoVioq oX beheea crtoiXcm Xeecf odX er XXfev ca
bna XxIjjUfiX cX enoXXom lo woncjjpoe Xos^i'id© .i>f{T .•:I'x&qoT>:
-sXaixX • jqoXo7©b ©cf boGQc Xo Xidi'-i*. oxiX bXiroiis xttxiX "^ijXfso
/
oe bn-a eeniXX IXb Xfl boxiX -^XfiX^'iin ©cf Xxixxm -^tomujoB no ooii©X
.XXcfBxl B eemoobd XX XxJtiX b©nXe'xr./i& '^XriauoxoriX
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IV. Wage Incentive Installation
Introducing: the Plan to the Participants
Successful administration of wage Incentive plans
depends in no small measure upon the manner In which they
are first Introduced to the participants. In the formula-
tion, introduction and administration of the plan. It should
always he remembered that the financial desire Is not the
only motivating force In the lives of the workers. Such
emotions as self-respect, respect for others, self-expres-
sion, justice, social pressure, loss of job or prestige and
1
others should not be overlooked. If proper considera-
tion Is not given to these factors, they may well, in time,
affect the success of the plan.
As In the methods used to engineer the job and to
set the standards, management's procedure when introducing
the plan to the worker should work to inspire confidence
and enthusiasm In the workers. Group meetings can be held
with the participants prior to the Installation at which the
fundamentals, as well as the working details of the plan,
should be carefully and completely explained. If the plan
Is fairly formulated and Is based on accurate and just
standards. It should be well received by the workers.
The Liquid Carbonic Corporation has adopted an
1. Smith, Elliot B., "Compensation and Incentives," Hand-
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educational program, the primary objective of which is to
dissolve the mystery in the minds of workers about time and
methods study, rate setting and bonus systems. They use a
technique of simple conference programs supplemented by
presentation to each worker of a helpful, four page booklet
1
entitled "Aids to Earning a Bonus."
Discussion groups hold monthly meetings with
methods men and employee representatives in attendance.
The questions of any member can be brought up at these
meetings, and they are answered as fully as possible. The
subjects of these meetings include rate structures, better
methods, time study techniques and related phases of indus-
trial engineering. These meetings are in addition to peri-
odic visits of the time study supervisor to the different
work groups to explain things directly to the worker on his
job.
The company has found that by explaining the prin-
ciples of elemental methods study to the workers, an in-
crease in the number of acceptable suggestions has resulted.
The explanation of time study technique and rate setting
methods has resulted in the complete acceptance by the
2
workers of the company’s bonus plan.
Many companies have foiind it advantageous to
1. "How Union and Workers 'Bought' Time Study and Bonus,"
Factory Management and Maintenance (October, 19^7),
p.
2. Ibid., p. 75
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supply the workers with manuals or sets of rules for the
plan when it is inaugurated. Company policy is definitely
stated in these manuals, and the duties of management and
workers alike are clearly set forth.
If a manual of procedure for the installation is
used, it should be so prepared that it contains a clear
description of the plan, its policies, controls and stand-
ards. The purpose of the plan should be stated, and its
1
scope defined. Illustrations of various earnings often
prove helpful as this aspect is one which will interest the
2
workers most. The policy section of the manual should
state the company's policy fully and clearly, and all wage
incentive plans used by the company would be governed by
these policies. Special sections should be Included if
3
unusual Installations are made. The manual, to be com-
plete, should contain other sections which further explain
the plan and its workings to the participants.
A bonus accounting section should be included
which shows how production is measured and how the earnings
are calculated. The Inclusion of several sample bonus cal-
culations tends to make the explanation easier to under-
stand. Supplying the participants with samples of all the
1. Louden. J. Keith. Wage Incentives (John Wiley and Sons,
Inc.,
2. Lytle, Charles 'W., Wage Incentive Methods (The Ronald
Press Company, 19^2}, p. I 30
3. Louden, J. Keith, Wa^ Incentives (John Wiley and Sons,




Olid- lo'l e‘jlj"£ 'lu Eoee -10 eJ.^-.Lin.'.;;,! -rlctJiw Eisil'fov orlc;
fc.*: '^:)J:.CXi ^^:a3-r^o0 . ot>d al cJJ; rierlv nBlq
bne iJnomo:- iri^m lo iusiJui) t>iic' tir. ^sl.xrnfin? ecerlo ci.t boitndu
^*33 0“T« 9:UXjB L'l^jlTIOV:
3l itoXw f. 'I«d oiict" 'lo i *-0 X'unBii a li
•ir.slr) B snlriv iioo. vli crna^ be^i^qo iq os aa" oluorli. " I . be&u





b’ 'i} 8 90 bXiforts ri-tzXq xO c 20cj^£rix.i *‘*ri'x • c«l5‘i>P'
I
iLaoXw ut/o.t'i..v en. .!:d .iTid ui. Ill . JonXlob oqovs
c Ic Jso'rr.jfJ: XX. w X'^i .v uno ni d'ioqo,-. s.biJ s^ lulqlsil svo'iq





j /)iib Y-''.X-''‘i VO 'Icq .. ' .tiiaoo -'uX 9;d;'jE
vo'v od bXiJCv: X-ioom >0 trid beco .^vXv'^fiooa.'.
‘.X iooj/IO'iX JO bXijo.*". sac.l^oor- iBXoaqE . tX^q .'Seiid
-:.f03 bX ^I“*.iMiini orlT . -Doni otb sncobt/iXI/’d snX [ojjp.X'ul;
aioXn-; • 'loiirb: rioix^v eaoXdooa 'i-.-rldu !\X-3:tnoo ;, CLrCds . Dd ^Iq
. .. ;
orict ud Ejvxtid-xow sd X Jiui iial £ ©do
b j£.(j rofi »• if' s->.Cuorie rtcXdoec • .^J^tfliJoo j.3 si/nod' A
\
s?4nJ:r.'i.30 ofXt wori bus D^-'X'.sooifi sX noiJoob^^xq won sv'orfs liolri:/
"Ino sjnod bXvj,m.'o .Co/.ovt>E i j liolsi/lo.il tdT . Do j olt/olivo 30:^
- c^.biXL' od -ieXs.^o no.tdBn-sXqxe oild G:lBni od ebnt-d snoXdjaXuo
arid IIo _ s3Xqni.es ridXw sdnBqXoXd r:.JO£ srld 3ii.d;,.Iquob .bnnos









.Err-c biid YdIXVr ndoX) so vI.. goonX o\ si¥ . ddXed .1 ^cisbuod . "'
::
•’
, ^ 7( .'p'q.': . . on:.
78
forms to be used, and instructing them in the method of com-
pleting those which they have to prepare, will expedite the
plan's inception. The importance of correct production
counts should be demonstrated by showing what accuracy
checks are used. The section should also Include detailed
descriptions of all calculations including the regulations
concerning the posting of bonus information. Allowances
for various delays should be enumerated, and the plan's
provisions for deviations from standard working conditions
1
should be set forth.
A participation section, which defines upon what
basis individuals are included under the plan, should be
included. The qualifications of the participants would be
listed in this section, and their place in the organizational
set-up explained. It would also state whether the plan is
based on the performances of individuals or groups and the
2
reasons for so establishing it.
A standards section where the standards of the
plan are fully supported by detailed data should also be in-
cluded. It should be so organized and compiled that it can
serve as a ready reference to the worker. Each standard
should be fully described clearly and concisely. The job
covered should be thoroughly described as to what opera-
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 19^4), p. Hi
2. Ibid., p. 8l
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tions are included_, the materials and equipment used and
the quality standards required. Then, if changes from the
established methods are necessary, no questions will arise
1
if the rates have to he adjusted to conform with them.
Announcement of the plan’s Inception date and
distribution of the manuals or plan Instructions should
be followed by a meeting between the participants and prop-
er representatives of management. Employees should be en-
couraged to express their views freely at this conference.
It is easier to overcome objections once they come out in
the open. Many times the objections to certain phases are
valid, and the time to make corrections is before the plan
is started. When the number of workers affected is large,
departments or operation groups may be conferred with
2
separately.
The introduction of a wage incentive plan to the
workers for the first time is often made easier if intelli-
gent and influential employee leaders are won over and put
on the new plan one by one. If these leaders are convinced
of the plan's fairness and are able to increase their earn-
ings under it, they will cause their friends to seek the
same 'opportunities . The plan should not be introduced
hastily; following a policy of being "slow but sure" will
1. Louden. J. Keith. Wap:e Incentives (John Wiley and Sons,
Inc., 19^)7^^
2. Lytle, Charles W., Wapie Incentive Methods (The Ronald
Press Company, 19^2), p. I30
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most often prove to be the best way.
Making and Keeping Good Employee Relations
The success or failure of the plan, regardless
of how well conceived it may be, will also depend upon the
effectiveness of the administration of the plan in regard
2
to retaining employee good will. The relationship be-
tween good employee relations and wage incentives presents
a very complex problem. The history of this relationship
in the past does not make very pleasant reading in many
cases. It is to be hoped that present and future applica-
tions of wage incentives to plants and offices alike will
benefit from those unfortunate experiences.
Upon analyzing all the aspects of employee re-
sistance to wage Incentives, it is often found that the
single greatest element is "fear." Fear is expressed in
many ways, most of which are understandable and many of
which are justified when past practices are considered.
With understanding and patience all these fears can be sur-
mounted and removed. They are, in many Instances, un-
founded, and their continued presence in any plan is an
indictment of management's inability to Install, carry on
1. Lytle, Charles W.
,
Wage Incentive Methods (The Ronald
Press Company, 19^2 ) , p. 130
2. Sylvester, L. A., "Keeping the Incentive Plan Under
Control," Factory Management and Maintenance
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and interpret the plan in the best possible manner. In
outlining the duties of management, J. K. Louden said.
It should be a fundamental policy that
before any work is done, the workers be
fully informed of what is to be done,
how it is to be done, and the goals
sought. Furthermore as each step is
taken, it and its results should be
fully discussed with them and the
progress be made only as fast as the
workers can absorb and assimilate it. 2
In order to combat fear effectively, its pattern
and the nature of its expression must be understood. Fear
which causes resistance to the introduction of incentive
plans is expressed in many ways. Some workers feel that
the plan will de- emphasize their jobs to such an extent that
their knowledge and skill are no longer valuable. Others
feel that their health will be affected because they will
have to work at paces which are injurious. Unemployment
due to a reduction of the work force is feared by some.
Fear that failure to meet the standards every day will result
in dismissal is felt by others . Some feel that the whole
plan is a "speed-up," and that as soon as production in-
creases, the rates will be cut so that they will be forced
3
to turn out more and more pieces for the same money.
There are four groups that will be responsible
for the success or failure of the plan; they are management.
1. Louden, J. Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 29
2. Ibid., p. 29-30
3. Ibid., p. 30-31
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supervision, the engineers of the plan, and the plan’s par-
ticipants. Should any of these fail in their duties, the ~
whole plan could collapse.
It is the responsibility of management to have
its policies well in hand before the program is inaugurated.
Management should be prepared to discuss these policies with
the employees before any work is started on the incentive
basis. Clear statements outlining management's objectives
and motives, will go a long way toward dispelling many of
the workers' fears. These statements should include the
following subjects: the general objective of the study,
job security, dislocation of skill, establishment of work
standards, rate cutting, attitudes of supervision and the
1
work of the engineers.
There is generally more than one aspect to the
company's objective. Of primary Importance to the company
is the desire to lower cost and thus improve the company's
competitive position by the use of work simplification.
Assurance of the company's success will act to protect jobs
and earnings to a maximum degree. Careful methods and time
studies of each job are contemplated with the objective of
formulating a so\md Incentive plan. Management should
assure the workers that they will be fully Informed at all
1 . Louden, J. Keith. Wage Incentives (John Wiley and Son,
Inc., 1944 ), p. 30-3^
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1
times and will be. In effect, partners in the studies.
In regard to job security, management should
assure the participants that no one will be dismissed as a
direct or Indirect result of the study. In the event It Is
necessary that some one be released, management should fol-
low the practice of transferring the individual concerned
to a job that Is as near as possible to his rating at the
time of release. Management should promise to keep workers
on jobs of comparable skill to the ones they are performing
as far as possible, in order to alleviate the fear of their
skills being de- emphasized. Whenever it is necessary to
transfer workers to jobs of different skill requirements,
it is the duty of management to see that the workers are
2
thoroughly trained in the methods of the new job.
Work standards should be fairly set, and the work-
ers Informed of how they are established so that they can
satisfy themselves that they are just. A channel of appeal
should be provided so that errors made in the formulation
of the rates can be adjusted. In order to overcome the
fear of not being able to meet the standards when they grow
older, mans-gement should institute and guarantee a program
of transferring older or slower workers to jobs more in
3
keeping with their abilities.
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 19hh), p. 31-32
2. Ibid., p. 31
3. Ibid., p. 31
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In connection with performance against equitably
established standards^ it Is only fair that consistent
under-production cannot be countenanced. Occasional devia-
tions from the standards should be overlooked. Frequent
variations in output should be analyzed^ and efforts made
to help the worker overcome his difficulty either by im-
proving his performance on his present job or by transfer-
ring him to a job for which he is better suited. To dispel
the fear of rate cutting^ management should definitely and
clearly guarantee the maintenance of standards. The only
justification for adjusting standards should be a change in
the standard method of performing the job.
Management should see to it that the supervisors
are well trained in all aspects of the plan. The super-
visors should be "sold" on the plan to such an extent that
their enthusiasm for it is transmitted to the workers. It
is the supervisor's duty both to guide and inspire the
1
worker.
Management should carefully select the engineers
who will study the problem and install the plan, to be cer-
tain they are capable of the important task they are to
perform. Thqr should be well trained in every aspect of
the work so that they can be depended upon to be thorough
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 1944), p. 33
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and accurate. The engineers should be friendly, diplomatic
and fair in their relations with all concerned in order to
Inspire and merit the confidence of the workers being
1
studied.
Companies can strengthen their employee relations
if they will tend to favor the worker in all decisions which
affect him. This, of course, does not advocate i^aternalism
but rather the adoption of a policy of giving him the bene-
fit of the doubt. A worker is at all times in a position
inferior to that of management. He is always at the mercy
of management's whims. He can be terminated, demoted, cen-
sured and buffeted about without recourse on his part. Un-
less, his inferior position can be compensated for by some
other means, whether or not management sees fit to exercise
its prerogatives, he may acquire a persecution complex of
2
varying Intensity which will only magnify the problem.
An incentive plan is essentially dynamic. Condi-
tions vary constantly; sometimes their change is impercep-
tible, while at other times a problem develops rapidly and
demands an instant solution. Many of these problems con-
cern the employees working under the incentive plan. The
participation of employees in the solution of problems af-
1. Louden, J. Keith. Wa^e Incentives (John Wiley and Sons,
Inc., 1944), p. 34
2. Lincoln, James F. , Lincoln's Incentive System (McGraw-
Hill, 1946), p. 152
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fecting them has been a moot point for some time. This
method of solving mutual difficulties can pay big dividends
to both employers and employees if they will discuss the




This relationship should not be embarked upon,
however, until both groups are mentally prepared for it.
Employees must learn to trust the motives of management
and believe in their sincerity if mutual accord is to be
attained* They must feel free to state their exact posi-
tion and not feel that they are ham-strung in any way. Man-
agement must rid itself of the feeling that its position
endows it with superior knowledge and must recognize the
rights of the employees. If both parties recognize that
working together is a step toward Improved relationships,
2
then there is real hope for success.
The Importance of Wa^e Admlnls tratlon
Proper and effective wage administration is nec-
essary for the successful operation of the incentive plan.
The original principles of paying fair base rates for nor-
mal production should be followed. The conditions under
which the wage structure is formulated rarely remain static.
The program should be sufficiently flexible to provide for
1. Louden, J. Keith. Wage Incentives (John Wiley and Sons,
Inc., 19kh), p. T5H
2. Ibid., p. 159
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the expected changes. The Incentive plan usually makes
provision for the adjustment of rates when changes in the
1
method of performing the work warrant it. The base rate
structure likewise should he capable of amendment when
changes in job specifications or "market rates" occur.
Changes of this sort should also be reflected in the bonus
rate for the job if the premium is based on money rates.
The procedure to be followed for equitable base rate and
bonus rate adjustments should be made clear to the partici-
pants at the outset so that should changes be necessary,
their validity will not be questioned.
The Importance of Standards Administration
Those entrusted with the administration of the
incentive plan should constantly guard against changes in
work requirements which are not accompanied by comparable
changes in the standards affected. When the work require-
ment changes in such a manner as to cause the standards to
become too "tight," the workers will generally Inform man-
agement about the condition. The real danger to manage-
ment arises when work requirements diminish with the result
that standards become too "loose."
In the case of planned changes, the jobs affected
should be carefully re-studied so that the proper adjust-
1. Louden. J. Keith. Wa^:e Incentives (John Wiley and Sons,
Inc., 194i)7^ 79^^50
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ments in standards can be made. The reason for the change
should be fully explained to the employees affected well in
1
advance of the change. Should re- training of the work-
ers be necessary, that too should be taken care of In ad-
vance of the change. If It Is necessary to revise the
standards either upward or downward as a result of the
change, this revision should be made as soon as possible.
Failure to correct the standards immediately can prove
troublesome. The retention of "tight" standards for an
unreasonably long time is apt to cause discontent among the
2
workers. Procrastination in the proper adjustment of
"loose" standards may lead to objections from the workers
when the change is finally made because they may have for-
gotten the job changes which justify the revision.
In the event that the work requirements are
changed as the result of a suggestion, it is usually not
considered a sound practice to retain the old standard as
a means of rewarding the worker. Workers should be paid
direct rewards of cash for their acceptable suggestions.
The standard then should be revised to Incorporate the idea
3
and to correspond with the change in work requirements.
Abrupt and noticeable changes can be handled dl-
1. Louden. J. Keith, Wage Incentives (John Wiley and Sons,
Ino., 194i)7^B2
2 . Ibid., p. 83
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rectly In the proper manner. Changes that are difficult to
handle In an economical manner are the so-called "creeping
changes." These constitute small infrequent changes In
operation which, if ignored, can have a cumulative effect
on the standards. It would he Impractical, and virtually
impossible, to measure each of these changes and revise the
standards accordingly. Many companies face this problem by
establishing a yardstick for changes. For example, ma,nage-
ment may adopt a policy that a change in operations must
have an effect of ten per cent or more on the standard to
warrant its adjustment. If the change falls below this
minimum, it is recorded on a standard sheet, and when suf-
ficient changes have been accumulated to make the ten per
1
cent change, the standard is corrected.
The Supervisor’s Responsibility for Incentive Administration
Supervisors are often relieved of some unpleasant
duties by the installation of incentive plans because they
tend to Induce self-discipline on the part of the workers;
yet many of the old responsibilities remain with some new
ones being added. The responsibilities of the supervisor
are many and varied; following are what are considered by
some to be the most important:
1. He shares the responsibility of selecting and properly
training the worker for his job with the department
1. Louden, J, Keith, Wage Incentives (John Wiley and Sons,
Inc., 1944), p, 84
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2. He co-ordinates the functions of the staff representa-
tives making the studies
^
with those of the line repre-
sentatives in his department.
3 . He sees that proper equipment, materials and work places
are provided, and that they are maintained sufficiently
well to meet the quality specifications.
4. He works with the methods department to establish the
procedures for the job and then makes certain they are
followed.
5 . He maintains checks on work received from other depart-
ments to see that prior processings do not have detri-
mental effects on his workers.
6. He authorizes- all extra work permitted due to off-
standard conditions.
7 . He investigates and passes on requests for time allow-
ances for off-standard conditions and works with stand-
ards representatives to determine the correct allow-
ances .
8. He Informs the standards department of changes in con-
ditions and aids in the making of necessary adjustments.
9 . He makes certain that all necessary records are sent
to the payroll department on time.
10. He aids the time study analysts in determining what
constitutes proper allowances for learning time for
new workers
.
11. He aids in the selection of the operations that are to
be included under each group, when the Incentive in-
stallation is on a group basis.
12. He aids in the selection and training of the group
leaders
.
13 . He aids in the investigation and correction of the
causes of failures to meet performance standards.





15 • He cooperates In the maintenance of quality.
The Methods and Standards Department’s Responsibility for
Incentive Administration
In most offices where the installation of wage
incentives is a fairly new concept, the establishment of
standards is considered part of the duties of the methods
department. Companies that have had incentives in the plant
for some time and have only recently extended the concept
to the office, usually are already served by a well- trained
time study and rate setting department. Engineering of the
job is usually done by a separate methods department.
Whichever organizational set-up is used, or if other groups
are charged with the responsibility of engineering the jobs
and maintaining standards, certain responsibilities are in-
herent with the functions. Following are some of the most
important:
1. The application of incentives to operations where per-
formance can be measured directly.
2. The development of a sound system of application, reg-
ulation and control for the incentive plan.
3. The maintenance of the standard methods and procedures
by constant vigilance.
4. The investigation, authorization and determination of
extra time allowances for off-standard conditions.
1. Wollam, G. Z. "Responsibility for Incentive Administra-
tion." Factory Manap:ement and Maintenance (Octo-
oer, 19WT7P- IS’t
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5. The adjustment of standards when warranted by changing
job conditions.
6. The maintenance of harmonious relationships with work-
ers, supervisors and management while favoring none
and being fair to all.
7. The investigation and correction, with the aid of
supervision, of consistent failures to meet standards.
8. The establishment of new incentive groups in conjunc-
tion with the supervisors Involved and the accounting
department.
9. The cooperation with supervision in the establishment
of learning time schedules.
10. The assistance in the reduction of straight time work
to a minlravim.
11. The analysis of operations to balance work loads so
that work flows smoothly.
12. The review of time studies at the request of employees.
13 • The establishment of quality standards and methods of
measuring deviations from them.
14. The checking on the maintenance of working conditions
and the provision of the necessary supplies. 1
The Accounting Department* s Responsibility for Incentive
Administration
An important part of the administration of an in-
centive plan is the maintenance of accurate production rec-
ords upon which incentive earnings are based. These and re-
lated duties usually are delegated to the accounting depart-
ment. The main responsibilities of this deijartment are as
follows
:
1. Wollam, G. Z., "Responsibility for Incentive Administra-
tion," Factory Management and Maintenance (Octo-
ber, 19^7 ), p. 135-136
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1. The maintenance of a capable payroll division.
2. The maintenance of a good attendance control.
3. The calculation of incentive efficiencies and earn-
ings for incentive workers
.
4. The maintenance of accurate performance and earnings'
records for incentive workers. 1
The Personnel Department's Responsibility for Incentive
Administration
A progressive personnel department can materially
assist an incentive program. It is of primary importance
that the workers in each group be well suited for their
work and well trained to perform it. Following are a few
of the responsibilities of the personnel department in a
wage incentive program:
1. Aids in the formation of incentive groups.
2. Handles the grievances arising from questions in re-
gard to earnings, standards, inequities, discrimina-
tory acts and others connected with incentive plans.
3. Selects personnel which is properly qualified for the
various incentive jobs.
2
4. Aids in the proper training of personnel.
Following: up the Incentive Program
An incentive plan periodically requires careful
and thorough follow-ups in order to make sure that it is
functioning the way for which is was designed. Ordinarily
1. Wollam, G. Z., "Responsibility for Incentive Administra-
tion," Factory Management and Maintenance (Octo
ber, 1947), p. 136
2. Ibid., p. 137
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It is the practice to assign this responsibility to one
well-qualified individual, usually the engineer who worked
on the plan. He should be supplied with additional help if
it is needed to do a thorough job. It is not reasonable to
expect that an incentive plan, regardless of how well de-
vised, can be installed and expected to function well with-
1
out control. The practice of close control prevents
minor problems from growing into major ones.
This method of constant checking and control la
important from an employee relation standpoint too. When-
ever any changes are made, they can be measured immediately
and all necessary adjustments put into effect. Prompt and
effective action prevents the loose applications of stand-
ards which would distort the value of the plan if they were
Ignored. The engineer should also spend sufficient time
with the workers concerned to make sure that they are fully
and properly trained in the performance of their jobs. The
resultant close cooperation with workers and supervisors
provides the engineer with the opportunity to observe work
methods closely. By recording his own observations and the
recommendations of others, further methods improvements may
2
be developed.
In order for supervision, management and the en-
1. Louden. J. Keith. Wap:e Incentives (John V/iley and Sons,
Inc., 1944)7^ TO
2. Ibid., p. 85
0uo oc 1.110
1
aid:' iL-'.tsoi ob yoid' a. -•xo erlc^ si ol
boA-ioy odv; -ut-nlr.ns txlJ \ZLe.uv,:J blvlhiC. boI'illairp-II&v
'll r.Iod I ’‘-ixC'IoIbbB dilv boIIqc;;/s 0d .-lAk/'. iS oH ©ili" ao
ol jIn' 0riO 3 ;‘.S'--.: oCii al oI .'foL rlv.i/o-iodc b ob Oj' beboo x sI ^ I
- 3b IIu'./ vod '.to 8 s0 .':b-xi; 3^ t>‘i ovidiieoni ru-i jo9Q:;o
-acilv Ilev rtoJjonjr’i oj )q.>:-3 .bnr. boIlBo cr.I oci ..bos.'.v
r
JL
ElnQV 3 ‘X01 Xc'itJ’fLoo o&ol') 'lo ©olwOSiq ©dT .Io--I.ao.o luo
. eoxio otlal mca'i snsldoa .i aoxilix
o± lo-i^rxo x.>iin ^lu'.d j-jda anjaaoD ‘to bci-i oM clfIT
-nc-i.r* .ood" d aIoo;bnxc s noldr.loa on’{;olrr;:e li.v moax ort.adiotxntl
.lodalbsnn.' baax/c. aon od xi -o "Viedd ^ 3.b-jni j-i ' \a.'> aovo
baa d.^LiO :.. . d ooxlo xd '.I uuq edxiomdsij-r bs rv 'sseDan I.C i bnxi
-bnads ‘ic s.aoIj.3jiI;iaB oac.ol odd sdrir^voai xicldoa evlcJ'yeTio
3'i9V'Y3dd ‘il xi' Ix odd do fxl *v odd dacdslb aCacv noldv ab-us
onid d.-oloiixjs bxur- . rlxi bloods •asf-x^I.^ao odT . ao'xony.t
3:II'/I 3 *1.6 Y'odd dsrid o-iija 9d ixt od boroiooroo e'io:1-:cv odd ddivr
ori’i ,ebcl -ilsixl lo so'XiTiao xi©'' odd ni bP'iJ.'.-id „I‘ioqoac ba.e
s-ioaiv-i'jxiaa bn.e saejlaow ddl’-^ .^loIdBa -qooo esolo da dlaBoa
:4^cw jv'iescro od ^dlr:"daoffqo oild ddlw oxld aoblvo-'ic
odd bn anoldcvnosuo rr./o sld ^Ibnooea .'.lof.olo sboadom
'Xon: sdiL'XJiovO'tax^t;. abu.Idc-id nof’dn . x ,snoddo *10 sac Id sbixorririoo on
. bo :0.r.dV*3b 00
-ri9 ©dd I.A1 i diio; loranaoxi ^riuialvnoiua nox nobno ixx
H,




‘n - t • Oiix.
.q i.blo’l
95
gineer in charge to be well advised of the progress of the
plan, a system of reports should be Instituted. These re-
ports should indicate the production of the department;
show the amount of incentive earnings; measure the devia-
tions from the quality standards; indicate the amount of
straight time work; show the amount of extra allowances and
the reasons for them; list the failures to meet performance
standards and their reasons; and explain any changes in
1
methods and/or standards.
The following check-list is advocated by J. K.
Louden as containing the most important follow-up items
of an incentive program:
1. Make a periodic audit of bonus account-
ing and procedures
.
2. Analyze daily the unsatisfactory or
unusual performances above and below
the expected bonus percentages.
3. Hold periodic meetings with the super-
vision to discuss improvements in the
Installation and other cost reduction
plans
.
4. Make studies and develop data covering
new items not on Incentive as well as
changes in established methods.
5 . Issue all new standards and changes in
current standards.
6. Continue development of standard data to
Improve their accuracy and scope.
7 . Make periodic reviews of all standards
and allowances against production to
check their accuracy.
8. Check effect of a specification, method
or equipment change on standards and
1. Sylvester, L. A., "Keeping the Incentive Plan under Con-
trol," Factory Management and Maintenance (Jime,
1945), 101
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Prepare or cause to be prepared progress
and performance reports of a control
nature
•
10, Investigate all proposed nev methods
and processes designed to improve pro-
duction and make recommendations con-
cerning them.
11. Maintain a log of all changes and improve-
ments made in the department. 1
Once an incentive plan has been Installed, man-
agement is interested in comparing the earnings, production
and labor costs under the plan against performances before
the plan was installed. The usual procedure is to select
an average pre-incentive period to serve as a base period
against which the current employee earnings, production
and material and labor costs can be compared.
1. Louden, J. Keith, Wage Incentives (Johji Wiley and Sons,
Inc., 19^^), p.
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V. Wage Incentives as Applied to a Central
Transcribing Department
One of the most popular adaptations of wage In-
centives to office work has been the application of this
method of wage payment to the work of typing and transcrib-
ing. The relative ease with which both production and
quality standards can be set has Induced many companies,
when embarking upon Incentive programs to apply an Incen-
tive plan to this type of work first. The tendency In
larger companies toward the centralization of transcription
work has resulted In further applications of wage Incen-
tives to transcription from notes, cylinders or discs.
Many companies. In their search for better and
more efficient ways of performing their work, have found
that the centralization of stenographic work, especially
through the use of modern dictating equipment, offers an
efficient method of handling correspondence, reports and
all other work that requires the use of stenographers.
Centralization of this work results In a degree of flexi-
bility that usually cannot be attained under the older
method of using Individual stenographers. Dictators may,
by the use of modern dictating equipment, take care of
their correspondence when It Is the most convenient for
them. Interruptions that are bound to occur In every busi-
ness office only take the time of one Individual Instead of
V\'o
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two, if dictating equipment is used. Persons can dictate
letters after hours or on week-ends without making it nec-
essary for their stenographers to work overtime.
Another advantage of the centralization of tran-
scription work is the greater utilization of both equipment
and personnel. Employees who are performing this work be-
come specialists because they are not called upon to per-
form other tasks which are unrelated to their work. The
flow of work, if properly balanced against the number of
operators, is sufficient to keep them occupied all the time
with this type of work. Absences have less effect on the
organization because they can be absorbed by the group.
Where the operators are fully occupied with transcription,
their typewriters, transcribing machines and desks are be-
ing utilized to the utmost.
The Metropolitan Life Insurance Company* s Dictaphone Bureau
Among the first adaptations of wage incentives to
office work, was the application to the phonographers in the
Dictaphone Bureau of the Metropolitan Life Insurance Com-
pany in New York City in the latter part of 1919 • Compen-
sation to the operators in the original plan was made on a
1
piece work basis of one-half cent per line. The plan
1. Harper, William J., "Extra Incentive Wage Plan-Central
Dictaphone Bureau of the Metropolitan Life Insur-
ance Company," Extra Incentive Wage Plans for Of-
fice Employees
.
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operated successfully for many years on this basis, but in
19^1 was revised with the assistance of representatives
from the Dictaphone Corporation to include certain modifi-
cations. The highlights of the plan Introduced at that
time are outlined below.
A . Equipment
1. Acoustic dicta.ting and transcribing machines.
2. Manual typewriters.
3. Cyclometers with 240 to 1 ratio.
B. Working hours
33 3/^ hours per week.
2. Two 5 minute rest periods per day.
C . Standards
1. 1000 lines (6 inch pica) minimum daily requirement.
2. Operators are divided into three classes on the basis
of versatility, attitude, seniority, productive abil-
ity and accuracy.
a . "Fair" operators receive $ .xxx per point
b. "Good" operators receive $,xxx per point
c. "Excellent" operators receive i.xxx per point
3. Work is divided into three classes corresponding to
operator ratings. The most difficult work is as-
signed to the ^Excellent" operators, the average
work to the "Good" operators and the easy work to
the "Fair" operators whenever possible. If there
is not enough work of one type to keep the opei^ator
occupied, she is assigned work from another cate-
gory.
4. Operators are guaranteed a basic wage,
5. The number of points produced per week is multiplied
by her rate per point. If the amount arrived at in
this manner is below her base rate, she is paid the
guaranteed rate.
6. Vacations are paid for on the basis of the average
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2. The only penalties charged are for entire letters
that have to he retyped because of errors on the
part of the operators. The actual count for these
letters is deducted from the operator's production. .
Full credit is given whenever the retyping is
caused by errors on the part of the dictators.
3 . Retyping is done by copyists.
This department, in 19^1
^
consisted of ll4 operators who
1
produced on an average of 38,000 letters per week.
Determinlnp; the Unit of Measurement
Unlike many other types of work, transcription of
dictation offers several possible methods whereby the
amount of work produced by each operator can be measured.
Some of these methods are superior to others; they all have
disadvantages
.
Many companies use physical count methods based on
measurement of the work produced by lines or square inches.
The standard line of typewritten material is usually inter-
preted as being six inches for pica and five inches for
elite type. In the computation of linage, pre-determined
allowances are made for date, heading, salutation, closing
and addressing the envelope. An average allowance can be
determined by a careful study of the company's correspon-
dence for several weeks. Lines can also be counted by the
use of a Leffingwell-Ream scale or a watch line counter.
The watch line counter is held in the hand and contains a
1. Interview vrlth Mr, C. B, Ashton, Boston Sales Manager of
the Dictaphone Corporation, March 17, 19^7
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wheel which la run alonp; the lines to he counted. The nian-
her of inches of production is shown hy a scale which is on
the face of the instrument. The Lefflngwell-Ream scale is
a transparent device which, when laid over the typed matter,
1
indicates the number of square inches produced.
Another common method of measuring typing out-
put is by the use of cyclometers. A cyclometer is a small
counting device that can be attached to a typewriter to
register the number of. key-strokes made. Both registration
and interpretation of the work produced is expressed as
"points.” Cyclometers can be purchased with varying ratios;
those used most commonly register 1 point for each 10 key
depressions. Other cyclometers may be purchased which have
ratios of 1 point for every l80 strokes, 1 point for every
240 strokes, or other multiples of 6. The cyclometer meth-
od of measuring typing production offers the advantages of
being accurate and automatic. It is true, of course, that
it also provides the dishonest employee with the opportun-
ity to run up extra points by tapping the keys when there
is actually no work in the typewriter. Little is to be
gained by this subterfuge because any competent typist can
produce points faster by really typing than she can by
tapping a key or the space bar with one finger.
There are some companies that have wage Incen-
1. Methods of Compensating Edlphone Operators . Edlphone
Division, Thomas A. Edison, Inc., (1934), p. 2
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tive plans applied to transcribing work which use the num-
ber of letters j payees produced or the amount of cylinders
transcribed as the unit of production. Measurement of this
sort is apt to be inaccurate. In the normal course of pro-
ducing letters or reports, it is usually found that the
amount of typed material varies from page to page. However,
an average of sorts can be established for certain types of
work, and occasionally satisfactory measurement can be made
by this method. Counting the number of cylinders transcribed
is considered by most authorities to be the least satisfac-
tory production count. There are two main objections to
this means of measurement. First, it is unusual for the
surface of every cylinder that is sent to the transcribing
department to be fully utilized; therefore, some cylinders
contain more work than others. Second, it is a fact that
there is a variation in the amount of dictation placed on
cylinders by different dictators. Most dictating machines
run at a constant speed. Consequently, a full cylinder from-
an Individual who dictates slowly contains less work than
the full cylinder of the fast talking dictator. This meth-
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The Employers * Group' Premium Flan for Transcribing Machine
Operators
The Employers* Group of Insurance companies
consisting of The Employers’ Liability Assurance Corporation,
Limited, The American Employers’ Insurance Company and The
Employers’ Fire Insurance Company, first Instituted an In-
centive plan for transcribing machine operators In 1931
•
It has been the policy of the Companies for many years to
supply dictating machines to all Individuals who have need
for them. The dictation of these individuals Is transcribed
In a central transcribing department. At present the work
of about 200 Home Office dictating machines Is handled In
this ms-nner. Where many of these machines are shared by
more than one person, the actual nimiber of individuals
serviced Is much greater.
The plan, when first established, was based on
the use of acoustic dictating machines and manual type-
writers . The work week was 39 hours with two 10 minute
rest periods per day. All work was divided Into two cate-
gories. "Claim" work consisted of claim reports dictated
by the Comi)anles’ claim adjusters. This work, though apt
to be technical at times, was considered easier than the
other class because where the Information was for the
Company files, the quality standards were not so high. The
other category was called "General" and included all other
types of work except "Claim" work.
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All work produced "by the transcribing machine
operators was measured by cyclometers with ratios of 240
strokes to 1 point. All operators were guaranteed a base
rate, and bonus was paid for production over the minimum
requirements established for each class of work. The min-
imum requirement for "Claim" work was 1080 points per week,
and the minimum requirement for "General" work was 900
points per week. A bonus, expressed in terms of money,
was paid for production over the established weekly mini-
mum requirements . Different rates were paid for the two
classifications with the rate for "Claim" work being the
lower. Failure of an operator to meet the requirement did
not carry over into the next week.
In August of 1935t electric typewriters were made
standard equipment for the transcribing machine operators.
Based on past experience, the minimum requirements for the
operators were adjusted because the new typewriters were
considered to offer the means of increasing production
without a proportionate increase in effort on the part of
the operators. The new minimum requirements then became
1000 points for "General" work and 1200 points for "Claim"
work
.
In 1941 cyclometers with different ratios were
Installed. The ratio of the new counters was 10 to 1, and,
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they could be interpreted in terms of the nev cyclometer
ratio. The actual work requirement,, however, was not
changed. The requirement, when expressed in terms of the
new ratio, became 24,000 points per week for "General" work
and 28,800 for "Claim" work. The bonus paid per premium
point was also changed to correspond with the new ratio,
but its relative value remained the same
.
The bonus plan operated successfully on this
basis until 1938 when it began to deteriorate, and in Sep-
tember 1944 it was discontinued. The production of the
participants fell steadily for a considerable time before
the plan was dropped. It is more than likely that the
failure to adjust the bonus rate in the light of the stead-
ily increasing base rates of the period, made the marginal
utility of the premium seem less and less to the operators.
The operators themselves called for the plan’s discontinu-
ance .
From September of 1944 until July of 1947 the
central transcribing department operated on a straight sal-
ary basis. During this time, despite constant increases in
wages, it was found that the average production of each
operator declined. Absenteeism increased, and a greater
turn-over of operators was also observed. It was neces-
sary for the department to add more operators to keep up
with the work. Average operator production decreased 4l.9
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per cent during the period while the cost per line of
transcription mounted steadily.
A survey of the department was undertaken^ and
after changes in layout and scheduling of work were made,
the re-adoption of an incentive plan for the operators was
proposed. The survey revealed that the production decrease
was not all attributable to the operators. It was found
that many of the dictators had practices which made the
transcription of their work needlessly difficult. As a
result an illustrated booklet entitled "Edlphone Etiquette"
was prepared in an attempt to get some of these facts across
to the dictators in a nice way. Attempts had been made at
other times by means of bulletins to bring these points to
the attention of the dictators. They were usually just
glanced at and then relegated’ to the waste basket. It was
proved that more attention was paid the points in question
when they were presented in an interesting manner.
It was also found at the outset of the survey that
the manual of instructions used by the typists was out of
date. Several people collaborated in revising it, and a
new and up-to-date manual of Instruction entitled the
"Typists' Manual" was distributed to all typists in the
Companies . This manual outlines the requirements for the
Companies' correspondence, and is the standard against which
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measured.
Management approved the making of a study pre-
paratory to a re-introduction of an incentive plan. The
study was conducted by the Methods and Planning Depe.rtment
with valuable assistance from representatives of the Thomas
A. Edison Company and the Supervisor of the transcribing
department
.
In order to establish standards for the plan, a
production coimt was made of all the operators for a period
of forty days. During this time the operators complied with
the request that they turn in copies of all work transcribed
during the day, at the end of each day. They were also
asked to turn in all "waste work," that is, work of an un-
acceptable nature, so that the production of acceptable
work could be determined for each operator. While this
work was being collected from each operator, the depart-
ment's Supervisor kept an account of time lost by the oper-
ators so that production could be correlated with time.
Although the use of time study was considered, it was felt
that where this was to be the only application of wage in-
centives for the time being, and where years of previous
records were available for consultation, the minimum re-
quirement could be ascertained accurately enought without
it.
After the production count was made for each
operator, the work of all operators was reviewed and clas-
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slfied. The work of 39 departments was classified as "being
easy, average or difficult. It was found that the work of
6 of the departments could be called easy. One of these 6
departments, however, contributed 45 per cent of all the
work done in the transcribing department. The work of 25
of the departments was considered to be in the average
class, and the work from the remaining 8 was considered to
be difficult. The classification of this work was based on
the content of the work and also upon the quality require-
ments for the different types of work.
The participants also were classified according
to their various abilities to correspond with the work clas-
sification. Under the plan each class of operator has its
own maximum and minimum wage rate. The base rates received
by the operators at the plan’s inauguration were guaranteed;
some were advanced, but none were lowered. Progression by
the lower rated operators to the higher classifications
depends upon their attitudes as well as productive ability.
The assignment of work is governed by an operator's clas-
sification, and deviations are made only when necessary for
the best interests of the Companies. Each operator keeps
her own daily production record which is turned in to the
Supervisor at the end of the day along with any "waste
work." The Supervisor makes deductions on the dally pro-
duction report for errors which are chargeable to the
jc* Si) boI*L-;33;;J’. ’> c'v ^ jiioxiio i *io ^'xov ori.*!
?.o :4‘j:ow orf;} o.oric; .u'CtfO'l criv.* c- ._ . i.t.L> ‘lO . .^u.r<o
<J 0C9fio ICi b0£X jO O -. JjXUOO 3o ilOrnC? I ©fikt o





. 'ro .v‘£r.''.,'' 'cv'i'j' . Ci''"iOi5i:j ‘I ' ’Xlio'I:'! ) ;i.tl 5‘lw • X: 111 sacjb ll'IOV
^
_-.rj- ;j
.y ^ jii .i' ri.t 'jO '^'1- ^! ' ‘iyb.t
3
E’cf fit'ii o £>' ] 0 . 11- io
ocJ’ £Vc;‘X9bL:.ri'’.'j t'- r^n.'iCj.B.iiO'i ‘fO'C'l jl’-LOw oriij hi:i>
nc bf-axi; l:.;w .-'Xov sJrio 'lo ao.' i , ulijol’l'llo v(^
" i’£±'.. ot>‘± .‘''^X >‘.'9 Oi -u .'iccu crXiS ijiir. > -cT io dTivJ'xioD ^.n.-
.;/fow ‘IO ocxn- 4no*i?Tll-'j edi ':o‘l
be>.’: xlFo^Io 0‘I9V oar-^. ..IO-Iut: x: o.lT
-Biilo il-rcv j ic'Xv; unoqeo-ixc o oz coJ.c .: .CXrfa ei/oj/i'-v iXorij cc
Vo.?: 2F5ii •IGC >iX;.0 'to C3.-:X9 ) .i ^'1.0 . '".ol X-'. 3
.o:./: udacf 3: ."^ . jd u, ^ av . u fmX'tXi;! - b.'i ' ; ttt' rr.Ll K am nv.'u
oMuv a: da-£i/5^x.:iX a''ru-Xi o^ .d d.. s'-x'. dii'xoc;(- 9- id
.
'
'X‘. ''VrX ij-c- ’ .' vx:on d 'jn ^ boo.:, avb ; o'r-:v viuc
3
oX'i -Caale xoi’x-txl odd r^d >'• .'X-.'qt; -jod.' . lovol Ovid
. ’:\’IXX.'-- 'jJ.x-x i c: IX^v e-ibcf^
X
c! j ri 'iXor,\d’ iiotiif aonocob
-aaXx) c’‘ioi x:o.iC xc -X brn'iuvGv cJ :l'icv 'lo ^nemii;;3 Xsc.n acil’
‘ioX v.-xaLSOOOj- ri,. — ..Xr o :b.=i;n ex- aiic'Xl : lJ'^^ , aoXl.'iol’iXs
at’ 0 €)_'i nOi. .1 1 .'. T. . i .i -..'1 . £i 9 XjL-j .tioO ori,c _c ad ao'ioxfij. J 6‘jd or^o
0 Id cd r:X bi'ux^d al X)X ^^r ''-o )i.-[ nr ‘dt)i;:>o-x , \. Xx^b nvo
edcav" XdXv ^noXo 'Ic oad da ^xceXv'XoqrrL.
-w-iq \,.Q .-^6 eXd XiO extoXd O/rbob cr 'x^ clv'ioajjb odT ’ . .Ixow






















































The rules of the plan were reproduced and dis-
tributed to the participants one week prior to the plan’s
inception. A transmittal memorandum from the executive in
charge of the transcribing department accompanied the rules.
t
The rules were reproduced on paper similar to that used for
the typists' manuals. The paper was also punched to facil-
itate its insertion into the operators' manuals and thus be
available for ready reference. Each participant's copy of
the rules also included a sample of the daily production
record to be kept by each operator. (See exhibit opposite
this page.) The plan, as it was submitted to the partici-
pants is included below. The only deletions are those con-
cerning base rates and the premium rate.
Each operator is depended upon to keep her own
production records. Periodic checks of the cyclometers are
made to make sure they are functioning properly. The pro-
duction sheet of each operator is collected at the end of
the day along with her "waste work." The deductions for
"waste work" are computed by the Supervisor by line count
Interpreted into points. When an operator is required to
do work other than transcribing, the Supervisor keeps track
of the time so spent. An allowance based on the operator's
average production for the previous three weeks is computed
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PREMIUM PLAN FOR TRANSCRIBING MACHINE OPERATORS
July lA, 19A7
The Company has instituted this Premium Plan for Transcribing Machine
Operators to provide an opportunity to increase earnings by increasing
production. Naturally it is expected that quality, which meets the
established standards of the Company, be maintained at all times.
Provision has been made in the plan so that productive ability is not
the only basis for earnings. Equitable and progressive base rates
have been established in awareness of attributes that cannot be mea-
sured in terms of production alone. In recognition of the faithful
service of all present Operators it has been decided that present sal-
aries are to be the base rates.
Considerable time and careful study have gone into the formulation of
this plan with the desire that it be as fair as possible for all con-
cerned. It is the sincere hope of the Company that all Operators will
apply themselves in order to take advantage of this opportunity to in-
crease their earnings over those received at present.
The rules under which the plan is administered are outlined below.
Questions in regard to their interpretation should be directed to your
Supervisor who will be glad to answer them.
Eligibility
1. Eligibility for participation in the Premium Plan is determined
by the Supervisor. Neatness and accuracy of work produced is
taken into consideration as well as productive ability.
Equipment
2. The Premium Plan is based on the use of electric typewriters
and acoustic dictating and transcribing machines.
3. It is the responsibility of the Company to maintain all
necessary equipment in good working order and to provide
sufficient quantities of essential materials.
A. It is the responsibility of the Operators to take proper
care of the equipment and to call immediate attention to
improperly functioning equipment so that it may be serviced
as soon as possible. It is readily apparent that poorly
functioning equipment will hinder production.
Work Week




6. Whenever it is necessary for the Company to change the
hours worked per week, equitable adjustment in the minimum
point requirement will be made.
7. As allowance for fatigue was made in the establishment of
the minimum point requirement, Operators are urged to take
two 10 minutes rest periods daily, one in the morning and










13. A Premium of $.H|| per cyclometer point will be paid for
each point produced in excess of the required minimum of
25,000 points per 38 3/4 hour week.
14 . Premium earnings are paid bi-weekly, by check, on Wednesday
or, in the event of a holiday on this day, on Tuesday for
Premium earned for the prior two weeks.
Overtime Work
15 . All overtime work must be authorized by and receive the
approval of the Supervisor.
16 . Time and one-half will be paid for overtime, namely, hours
worked in excess of 38 3/4 hours per week. Payment is based
on the average hourly earnings for the week in which the
overtime is worked. The average hourly earnings are one-
fortieth of the total of the weekly base salary and the
Premium earnings, if any, for the week (38 3/4 hours) in
which the overtime is incurred.
The base rate is compensation for the transcription of
25,000 points per week (38 3/4 hours).
Normal base rates range from to pei* week
with an intermediate step of
Advances in base rates are made in recognition of service,
loyalty, integrity and other attributes, as well as the
ability to transcribe more difficult types of work.
All advances to base rates of$ and per week
are made on the recommendation of the Supervisor and the
approval of the Salaries Committee.
Present salaries are the base rates for all Operators.
Advances in base rate, however, will fall within the
normal base rates range.
- 3 -
Measurement of Production
17. Production is measured by cyclometer points. The cyclometers
register one point for every 10 strokes on the typewriters.
18. The operators are responsible for keeping their own daily
production records. (A sample form is attached). As these
reports are the basis on which individual production is
computed it is apparent that they must be kept accurately.
Quality of Work
19* All work produced is to be of acceptable quality as out-
lined by the standards established in the ’’Typists’ Manual.”
20. Work that has to be re-typed because of errors on the part
of the dictators is to be included as part of the daily
production.
21. Work that has to be re-typed because of errors on the part
of the Operators is to be deducted from the daily production
record in the amount of the points involved.
22. All ’’waste work” is to be turned in daily to the Supervisor
along with the daily production record.
Classes of Work
23. All work is divided into three classes as follows: difficult,
Class 1; average, Class 2; standard, Class 3.
24. The classification of work is as follows:
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27 . C la s s 3
week)
who are
work is assigned to Class 1 Operators ($ per
Overflow work is assigned to Class 2 Operators.
work is assigned to Class 2 Operators ( per
Overflow work is assigned to Class 1 Operators
not fully occupied with Class 1 work, otherwise to
Operators
.
work is assigned to Class 3 Operators ( per
Overflow work is assigned to Class 2 Operators
not fully occupied with Class 2 work.
Work Other Than Transcribing
28.
When it is necessary that operators do work other than
transcribing, the time involved will be credited on the
basis of the average number of points produced during the
previous three weeks.
Vacations
29 . Vacations are paid on a basis of average earnings (base
rate plus Premium earnings) during the previous three
months. Since the Premium Plan is being started during
the vacation period, vacation pay for 1947 will be equal
to the base rates, which are the present salaries.
Holidays
30 . During a week which includes a holiday within the working
period, the minimum point requirement is reduced by the
number of points involved (5,000 points per day).
Earned Days and Service Days
31 . During a week in which time off for Earned Day or Service
Day time is approved by the Supervisor, the minimum point
requirement is reduced by the number of points involved




No allowance is made for idle time or absence except for





the reason for the allowance are entered on the production
sheet hy the Supervisor. The gross points as Indicated by
the cyclometer, plus any additions and minus any deductions
equal the new points upon which the premium computation Is
made. When an operator transcribes the work of more than
one department In a day, the production for each is indi-
cated separately on the production record.
The expense of the transcribing function of the
department is apportioned among the departments utilizing
the service. The allocation of expense is determined by
the usage made of the transcribing department. A record is
kept of the lines of transcription produced for each depart
ment, and each department's percentage of the total produc-
tion is computed. These percentages are applied against
the cost of transcription for all departments to determine
the cost to each department.
As it is necessary that the Payroll Division be
notified each week of individual operator production, a
weekly production record is kept on which the daily net
production of each operator is posted. (See exhibit oppo-
site this page.) Each operator's production in excess of
25,000 points in a normal week is multiplied by the pre-
lum rate to determine the premium earnings for the week.
In the event the minimum requirement is adjusted in compli-
ance with the rules of the plan, the adjusted requirement
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for the operator involved is entered in the appropriate
column. Premixom earnings for these operators are the ex-
cess of net production over the adjusted requirement.
This weekly record is prepared in duplicate. The
original is sent to the Payroll Division and the duplicate
is retained in the transcribing department. The transcrib-
ing department’s copy is used to measure the progress of
the department and the individual operators. The Payroll
Division's copy is used as the basis for the computation of
premium earnings and is retained as an earnings' record.
The sheet also has a section for the computation of over-
time earnings. The Supervisor fills in the overtime hours,
and payment is made in compliance with the plan's rule
covering this aspect.
Results of the Plan
A review of the Installation after six months of
operation reveals some interesting developments. From all
apparent indications the plan is successful. The success
of any Incentive plan depends upon the cooperation of all
concerned, principally the participants and supervision.
In this installation the operators have cooperated remark-
ably well as has the supervisor. The most Important results
of the plan concern earnings, space, service, production
and cost; all factors being inter-related.
Prior to the installation of the plan 29 tran-
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scriberSj 6 copyists, 2 messengers, 1 assistant supervisor
and 1 supervisor occupied space that formerly held little
more than half this nimiher. Space in the whole building
was at a premium, and the possibility of the department's
acquiring more was negligible. The increased production
that resulted from the Premium Plan alleviated this crowded
condition because some of the employees were transferred to
other departments
.
Before the re- in production of the plan, the tran-
scribing 'department was the butt of many complaints, it be-
ing said that the service was not up to standard because
the work was not processed quickly enough. After the plan
had been in operation for a while, the number of complaints
diminished appreciably, and the work flowed in and out of
the department more smoothly and quickly.
The production of the department as a whole is
governed by the amount of work received. While the average
total number of lines produced per week under the Premium
Plan varied little from that produced in tHe pre- Incentive
period, it was accomplished with fewer personnel. The
average number of points per day per operator for the first
six months of the plan was ^,78? as compared to 3^669 prior
to the plan. The average ni-imber of lines per week per
operator jumped from 3^055 to 3^939. The average operator
production Increase imder the plan was 30*5 cent.
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The increased production has resulted in greater
earnings for the participants and lowered cost for the Com-
panies. Average operator earnings for the six months under
the plan were 8.4 per cent above the pre-incentive level,
and this includes an adjustment period at the plan’s outset
when the premium earnings were relatively small. The table
facing this page Illustrates the earnings comparison for
the 17 operators on the plan. The plan shows steady pro-
gress. The cost per line to the company has reduced as
production has increased and average earnings climbed.
The chart following this page Indicates the production and
cost picture prior and subsequent to the plan's adoption.
It will be noticed that production has been above and cost
per line below the pre-incentive period at all times with
the exception of the Christmas season when operator absence
was exceptionally high.
As a result of the Premium Plan’s success in the
Home Office of the Companies, it has been extended to one
of the larger branch offices. From all indications it has
been as well received in the branch office and is proving
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VI . Wage Incentives as Applied to a Tabulating Department
The Punched Card Sys tern
The control of mechanical operations by the use of
punched cards was started at the beginning of the 19th cen-
tury by J. M. Jacquard. He Invented a loom on which a par-
ticular pattern could be reproduced by means of a series of
cards . These cards controlled the weaving by holes punched
1
to represent the desired pattern.
Charles Babbage, who was financed by the British
Government, Is credited with being the first one to apply
punched cards to the determination of arithmetical calcu-
lations. The first machine of this type was developed about
1823 . George Scheutz, a Stockholm printer, completed a
tabulating machine In l840 which, although operating on a
different principle than that discovered by Babbage, func-
tioned successfully. Successive developments by Herman
Hollerith around I88O, John K. Gore In the 90' s, J. Hoyden
Pierce between 1910 and 1911, and the cooperative efforts
of James Powers and William W. Lasker aro\md 1913, further
improved the system. This period saw the introduction of
the tabulator, automatic card feed punch, sorter, card
punching, printing tabulator, and other devices which were
1. American Office Machines Research Service Volume Ij
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to make the method more adaptable to accounting and statis-
1
tical work.
Today the piinched card system Is accepted by more
and more concerns as being the most efficient method of
performing certain necessary arithmetical computations.
Many companies believe the system to be well adapted to
only certain kinds of work, preferring other methods for
other types. However, a few companies have adapted the
system to so many different uses that Allen Morgenson, upon
completing a visit to the huge tabulating Installation of a
large airplane manufacturer, made the remark that he did
not know whether their main product was airplanes or
punched cards
.
The punched card system requires little change
from accepted accounting and statistical procedures. It is
the method of obtaining the results that usually differs
from other means. This procedure is one of recording and
analyzing accounting and statistical data by means of cards
into which holes have been punched in a number of pre-deter-
mined positions. These holes represent pertinent facts
which have been transcribed from the original documents.
After the data has been recorded on the punch cards, the
original documents do not have to be used any longer as a
1. American Office Machines Research Service Volume 1
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posting medium 0 The cards have more flexibility than other
methods because they can, by different arrangements, be
1
used for the preparation of various records.
Punch Card Equipment
There are three main types of equipment used In
the system. The punching machines are used to perforate
or "write" the data on the cards . The cards are arranged
In the proper working order by sorting machines which use
the punched holes as the means to actuate the devices that
make the proper selections. The tabulating machines pro-
duce the desired final results consisting of records, re-
ports, listings and detailed totallings of the information
contained on the cards
.
In order to justify the cost of these installa-
tions it is generally considered that the cards should be
utilized for several things. This is usually true because
the cost of punching and verifying the cards often repre-
sents a considerable part of the entire cost of the instal-
lation.
The machines which are used to produce the
punched cards consist of two types* manually operated
punches and automatically operated punches « Since the man-
1. American Office Machines Research Service Volume
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ually operated punches are operated hy the manual depres-
sion of keys, they are commonly called "Key Punches »"
While some of these machines liave automatic features such
as card feeding and card duplicating, they are still oper-
ated hy manual means • The automatically operated machines
include reproducing punches, summary punches, gang punches
and multiplying punches. These machines are not key oper-




The Measurement of Key Punch Production
Where most of the other operations under a punch
card system are machine paced, the first application of
wage Incentives to this type of work is usually to the key
punching operation. It is this phase where the human ele-
ment has to be contended with the most; output being gov-
erned solely by the operator's Inclinations.
Production is usually measured by the number of
cards punched, if each requires the same amount of effort.
The amount of work often varies among different types of
cards, and the following factors should be taken into con-
sideration before measurement is made:
Number of coliamns to be punched.
Number of columns that can be repeat
1. American Office Machines Research Service Volume 1
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punched or duplicated automatically.
Number of cards vithin each group having
repetitive data.
Amount of coding that must be done by the
operator.
Type of punch used (especially with
respect to automatic feeding, eject-
ing and stacking of cards).
. Arrangement of the original document
(especially with respect to the
sequence of the data to be punched)
.
Legibility of the original docimients.
Efficiency of the operators (with respect
to method of operation and incentive).
Office accomodations. 1
Various tests have been conducted based on actual
operator and machine speeds. Examination of their results
is useful as an indication of what can be expected. It has
been found that an operator can make from 3 to 6 key strokes
per second when punching from legible, well-arranged docu-
ments. Repeat punching from master cards on a machine with
direct action, was performed at a speed between 10 and 12
strokes per second. On a punch without automatic feed, it
required between 3 Q-nd 5 seconds to remove the punched card
and insert the unpunched card, including the time required
to turn to the next document. Changing of the original
document, and feeding and ejecting cards with a punch
equipped with an automatic feed, was performed in from 1
2
to 2 seconds.
1. American Office Machines Research Service Volume I,
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There are various ways of measuring the output of
key punches. One method is the measurement of production
hy the use of card counters which perform the task auto-
matically. These counters are attached to the punches and
can also be used as a check in the preparation of pre-
1
punched cards. The number of key strokes can be counted^
if it is desired to measure production in this way, by the
attachment of counters similar to those used to measure
f
typing production. The .number of cards produced can also
be measured by w;eight, l.e., so many cards to the pound, or
by the use of gauges or rulers that interpret the number of
2
cards to the inch.
Quality Control over Key Punching
When carefully trained operators have been put on
this operation, it has been found that although the punching
of cards was done at high speed, the mmiber of errors made
was surprisingly few. Accuracy on the part of the opera-
tors should be developed first before any emphasis is made
on speed. Once good work habits are cultivated in a worker,
3
they are usually not easily discarded.
1. American Office Machines Research Service Volume ][,




2. Manual of Practical Office Short Cuts
.
National Office
Management Association, fMcGraw-Hlll, 19^7)
^
p. 219
3. American Office Machines Research Service Volume 1
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The accuracy of work performed under a punch card
system Is determined either by visual or mechanical veri-
fication. Visual verification can he performed in the
following ways: reading the pimched holes, checking from
tabulated lists, checking from printed or interpreted cards,
checking with two sets of cards or checking repetitive data.
Mechanical verification is performed with one of
the three following machines: the direct action verifier,
which operates similar to the key punch; the pre-set-up
verifier which s.econd punches the cards and enlarges the
hole previously pur;ched; and the automatic verifier which
indicates cards incorrectly punched after they have been
1
verified by the pre-set-up verifier.
The Application of Wap;e 'Incentives to Key Punchinp; by the
Hood Rubber Company 2
The Hood Rubber Company, manufacturer of approx-
imately 4,000 different rubber products in Watertown, Massa-
chusetts, applied wage incentive principles to its factory
work in the middle 1920' s. The plan, when first applied,
was the Bedaux system. The original plan was modified in
1930 and has been operating under the revised set-up since.
Under the original plan, as was proposed by
1. American Office Machines Research Service Volimie
Office Machines Research, Inc
. ,
(T940 ) , Section
1.2, p. 74-78
2. Interview at the Hood Rubber Company with Mr. Arthur B.
Porter, Office Manager, on February 13^ 1948
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Bedaujc, the workers received only part of the bonus earned,
and the remainder was applied against the operating costs
of the system and toward the supervisors' bonus. As the
plan progressed, the officials of the Company found injus-
tices were being worked. It was the practice of management
whenever a new product was being produced, to select the
most capable supervisors to be put in charge of the depart-
ments affected by the change. In an industry of this type,
where seasonal and style changes cause an endless ps-rade of
new products, it was necessary for the Company to keep mov-
ing the best supervisors to the various trouble spots. As
the supervisors' bonus depended upon the showing of their
departments, it was found that less capable supervisors
with smoothly running departments were receiving substantial
bonuses, while the capable supervisors, who were beset con-
stantly with production problems, were not. The end result
was that the best supervisors were actually being penalized
for their ability. In 1930 It was decided to discontinue
the supervisory bonus, and at the same time it was decided
to give 100 per cent of the bonus earnings to the workers
.
The Hood Rubber Company employs a total of about
7,000 people, 6,000 of whom are production workers. Of the
approximately 1,000 administrative, supervisory and cleri-
cal workers, about 800 are clerical workers. Of the cleri-
cal force, 500 s-re office clerks and 3^0 are factory clerks.
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The Company applied wage incentive principles to office
work in the early 1930' s, and now 200 are Included imder
the plan.
Clerical workers on an incentive basis work under
the same general plan as it has been applied to the factory.
That is, the standard is based on a 60 point hour, and per-
formance over this standard entitles the worker to bonus
earnings equal to 100 per cent of the efficiency percent-
age. While the factory workers are organized under the A.
F. of L. Rubber Workers ' Union, the office workers are un-
organized. The Company makes it a practice, however, to
pass along to the office workers, any gains that the Union
may derive.
All work, office and factory alike, is engineered
for the methods to be used prior to the establishment of
standards. Once the standard method of doing the job has
been determined, and the operator to be studied properly
trained in it, time studies are taken to determine the
time values upon which the rates are set. The standards
for both the office and factory are set by the Standards
Department which comes under the jurisdiction of the Indus-
trial Relations Department.
In addition to key punching in the Tabulating
Department, the Hood Rubber Company has also applied wage
Incentive to the Central Service Department, which handles
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transcription from cylinders, copy typing, addressograph
and duplicating work; the Payroll Figuration Department,
which will be discussed in more detail in Chapter VIII;
the Planning and Scheduling Department; and the Billing
Department
.
The production of the key punch operators is
measured by a count of the number of cards each operator
produces. This method of determining production is suffi-
ciently accurate for the Company because the same number of
holes is punched in each card. Should the number of holes
vary, the Company plans to use a counting device.
At present between two and tliree key punch oper-
ators are on the incentive plan. The operators are en-
gaged solely with the factory payroll cards. The produc-
tion of this relatively small number of operators is very
good. There are 6,000 factory workers and approximately
10 cards must be pimched for each worker each week; there-
fore, these operators produce a total of 60,000 cards per
normal 5 day work week.
The Company has adopted the policy of not penal-
izing the operators for errors committed. However, should
an operator be a chronic offender in this respect, she is
dismissed. As a check on the manner in which the work is
being performed, reports are required on the number of
errors committed. Verifiers are not used, and the only
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check made is a comparison of the tabulated totals with the
totals previously arrived at by the Payroll Figuration De-
partment. Management has found by past experience that
there is a definite correlation between accuracy and speed.
Fastj well-trained operators invariably have the highest
accuracy ratings. The average number of errors committed
under the incentive plan varies between 30 40 each
week. Considering the output of approximately 60^000 cards
a weekj this represents an almost negligible percentage of
the total production.
Despite the high accuracy rating of the operators
j
they manage to produce at a high rate too. Average opera-
tor production is at the rate of a 90 point hour. Where
the standard is a 60 point hour, the operators are then
producing at a rate that is 50 per cent above the standard
set for the job. The successful adaptation of an incentive
plan to this, and other types of office work, has caused
the Company to search for further applications.
Consideration has been given, from time to time,
to the extension of the system to some of the other punch
card operations. The fact the,t most of these operations
are governed by a rigid schedule and are machine paced,
has deterred extension of the plan to the sorting and tabu-
lating functions. The Company also works on the principle
tha.t the supervisor concerned must be sold on the idea of
^ T'y
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applying a wage incentive system to the work under his
supervision before the plan is introduced. It is con-
sidered to be a short-sighted practice to force a wage in-
centive plan upon supervisors who are not thoroughly con-
vinced it is the best thing to do.
The Company administers the clerical as well as
the factory incentive installations on a basis of clear-
cut, well established principles. Although the employees
are not furnished manuals or duplicated copies of incentive
rules and policies, supervisors are provided with definite
instructions that are to be followed in the administration
of the plan. These rules, in turn, are made known to the
workers by the supervisors. Factory workers are provided
with pocket-sized reproductions of the Union-Company Agree-
ment when they are first employed. This booklet contains
references to the plan and indicates the provisions that
will be made in the event of transfers, dismissals, absences,
holiday pay, establishment of standards and other factors
1
which affect the plan.
Similar rights are extended to the clerical work-
ers on the incentive plan. There have been adjustments
between the two types of work, however, because of differ-
ences occasioned by the nature of the jobs. Clerical work-
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ers are paid for holidays on the basis of their average
straight time earnings for the previous four weeks. Fac-
tory workers, as is the custom in most manufacturing con-
cerns, are not paid for certain holidays which are not
worked
.
Vacation pay for factory workers is made on the
basis of two per cent of the employee's earnings for the
year for each week of vacation. Clerical Incentive work-
ers are paid for vacations on the basis of average earnings
for the four weeks preceding the vacation period.
Payment for approved absences for clerical incen-
tive workers is made on the basis of average straight-time
hourly earnings for the previous four weeks . In no event,
however, is payment made in excess of the earnings made
over a 70 point hour. Factory workers do not receive any
pay for absences, approved or otherwise, except for acci-
dents or Injuries covered by Workmen’s Compensation.
On the whole, the Company has found that the wage
incentive plan has been well received and has worked out
successfully in all its applications to clerical work.
Worker earnings have been good, and labor costs have been
lowered and standardized. The Company now hopes that it
will be able to extend the plan to s'till more operations
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VII . Wage Incentives In a Central Files Department
The Dennison Mantifacturlng Company of Framingham,
Massachusetts, was among the first companies to apply wage
incentive principles to office work. The same basic wage
incentive plan, which had functioned successfully in the
factory, was extended to the office. This wage payment
principle was first applied to the Transcribing Department
in the early 1920' s. Starting with 1927, a great many more
office jobs were studied and the incentive method of pay
applied. The following job types, covering 80 clerks, have
been successfully included under the incentive plan: Master
Card Operators in Order Register; Sales Order Writers; Shop
Order Writers; File Clerks in Central Files; Stock Order
Pricers; Billers (using Moon-Hopklns machines); Hollerith
Card Punchers and Verifiers; Payroll Clerks; Typists in the
Transcribing Department; Dictaphone Operators in the Tran-
scribing Department; Mall Clerks; Clerks operating Adresso-
1
graphs. Multigraphs and Duplicators.
While some of these jobs are peculiar to the type
of business Dennison is engaged in, many are found in most
large offices. Among these is the centralization of filing
functions in central filing departments. Although the ex-
1. Letter from Mr. Ervant H. Ereslan, Assistant to Works
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tension of wage incentives to office work in general has
been relatively Infrequent, applications to central files
departments has been even rarer. Many companies, however,
maintain huge departments of this type, staffed with numerous
clerks performing repetitive jobs that could be studied and
put on an incentive basis.
All of Dennison’s Incentive rates, or standards,
are based on either direct time studies or standard data
derived from time studies. Work to be placed on incentive
is studied and analyzed by the Methods Department, and the
best way of doing the job determined. Operators are then
trained in the new method before the time values are deter-
mined. Time studies are taken on experienced operators who
1
are considered to be average operators. The form facing
this page is a reproduction of the time study sheet used
at Dennison.
The Time Study
The operation to be studied is first divided into
elements, which are defined as being the smallest units of
work that can be accurately measured. To gain employee con-
fidence, all studies are taken in the presence of employee
representatives. The studies are taken with decimal
1. Interview with Miss Mildred Barnard, Ratesetting Depart-
ment, Dennison Manufacturing Company, January 13,
19^8
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Figure 16 MtNML UUbI ANALYSIS SUIVTIVrARYAND PROPOSAL FOR STANDARD TIME
Dept.
Item Size No. of Operators
Material Mach. No. Speed Class
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vatches, and^ because It Is thought to he the most accurate
j
the continuous method of recording time is used. Foreign
elements occurring in the study are marked as such so that
they will not he included in the computation of the ele-
mental time. The study, or the elements if they are few
enough or sufficiently large enough, are graded according
to the time study engineer’s opinion of the worker’s effort
and efficiency.
Estahlishing the Standard
The average time value of each element is deter-
mined hy computing the arithmetic average of all the re-
corded time values after the foreign elements, and obvious
high and low values, have been eliminated. Actual ele-
mental time values are then summarized, and the proposal for
"standard Time" entered on the form opposite tills page.
The actual time values, plus allowances and a percentage
for incentive, are interpreted into terms of standard time.
This Information is entered on the form facing Page 130j
and must be approved by both management and worker repre-
sentatives before being accepted as the accepted standard
for the job. Rates for the different operations are ex-
pressed in terms of "Standard Time," i.e., the time allowed
the worker to compulete stipulated numbers of units. Once
a standard has been so established, it is never changed
unless there is a change of method, or if a repeat time
.0 r.l oeu ' .'{UiJ i ot: ioc- '!;/
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study, made at the request of workers who feel the standard
1
is too tight. Indicates corrections should be made.
The Files Department
The Files Department staff is composed of the fol-
lowing personnel: 1 Supervisor, 1 Assistant Supervisor, 2
File Clerks, 1 Reference Clerk, 1 Schedule and Dispatch
Clerk, 1 Typist, 1 Sorter and 1 Messenger. In the Files
Department, correspondence, orders, and invoices are kept
for all of Dennison's customers. All filing is done alpha-
betically. Records are kept in the active files for two
years, after which they are transferred to semi-active
files for two years, and then, finally, into dead storage
2
for as long as retention is necessary.
The department's active filing equipment is com-
posed of 304 metal four drawer filing cabinets representing
a total of 1216 drawers. A mechanical sorter, sorting
trays and distributor carts are used to sort and segregate
material for filing. The distributor carts were custom
made for the Company and represent the results of a motion
analysis of the sorting function. These carts stand waist-
high and consist of metal boxes supported by braced metal
1. Interview with Miss Mildred Barnard, Ratesetting Depart-
ment, Dennison Manufacturing Company, January 13,
1948
2. Interview with Miss Helen Horan, Files Department Super-
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tubes. They are mounted on casters to facilitate their
movement. Each box contains fiber-board dividers, the
tabs of which are marked to conform with the alphabetic
file divisions. They are arranged so that every other
division is for the top two drawers of the filing cabinets,
leaving the alternate divisions for the bottom two drawers
.
This method of division enables clerks to select the mater-
ial to be filed in the bottom drawers at one time and thus
eliminates excessive stooping. Incoming material to be
filed is placed between the appropriate dividers, and,
when a sufficient amount has been accumulated, the cart is
wheeled to the appropriate drawers, and the material is
1
filed.
Application of the Incentive Plan to the Filinp. Depa.rtment
Dennison’s Filing Department incentive plan is
on a group basis. It was felt by the Company that making
the installation in this manner would be more effective
than on an individual basis. One reason for the decision
was occasioned by the constant Interchange of duties among
the personnel of the department. Another major reason for
placing the department on a group basis was that the per-
formance of each individual depends on how well the other
1. Interview with Miss Helen Koran, Files Department Super-
visor, Dennison Manufacturing Company, January
13 , I9't8
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workers have performed their jobs. It is believed that
operation on a group basis tends to promote greater har-
money and cooperation among the participants . The plan
does not Include the Supervisor, her assistant or the mes-
senger.
Standards have been established for all the repeti-
tive operations in the department and include the following:
sorting, distribution, cross-reference, typing, stapling,
follow-ups, filing and pulling. All Standards are expressed
in terms of time per units produced and are usually sched-
uled as being so many minutes per unit, per 100 units or
1
per 1000 units.
The Supervisor of the department keeps a daily
production sheet for each worker. Each sheet is headed up
by spaces for entering the date and the worker’s name and
is sub-divided into five columns. The first column lists
the corresponding Standards in minutes per units produced.
The Supervisor enters the amount produced in the second
column next to the operation worked on. The amount pro-
duced is multiplied by the Standard for the operation, and
the Standard Time thus derived is entered in the fourth
column. The actual time taken to produce the amount indi-
cated in the second column, is entered in the last column.
1. Interview with Miss Helen Horan, Files Department Super-
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New Incentive Paytasnt Plan
June 22, 1951.
Operators will "be given a "basic time work pay and an opportunits'- "to earn
extra pay on all work to which standards are applied.
The amount of extra pay for work on standards will vary with the amount
produced a"bove standards.
The following chart shows the percent of basic time work pay to be added
for different rates of productivity.
$ Basic Time Basic Time
^ Productivity Pay for all Time Productivity pay for all Time
on Standards on Standards on Standards on Standards
Extra Pay Chart
100^ % 12% 11.3$
101^ .% 130$ ii.e$
102^ 1.0^ 13% 11.%
10% !•% 132$ 12.1^
104^ 1,% 133$ 12. h$
10% 2,% 13% 12.7$
106^ 2.% 13% 13.0$
10% 3.% 13% 13.3$
10% 5.7^ 13% 13.3$
10% k.% 13% 13.%
11% kM 139$ lk.%
11% 3.% lhc$ 14.3^
112^ lkl$ 14.6^
113^ 3.% lk2$ lk.%
114-^ 6.% lh3$ 13 . 0$
115^ 6.% lhk$ 13.%
116^ 6.% lh3$ 13.3$
1171^ IM lh6$ 13.1$
118^ 1.%P lh% 16 .
%
119^ 8 . (% lh% 16.2$
120^ 8.4^ lk% 16.3$
12% 8.7^ 13% 16.
122^ 9.0% 13% 16.9$
12% 9.% 132$ 11.1$
12% 9.% 133$ 11.3$
12% 10.% 1%$ 11.3$




The normal work day at Dennison’s is 8 hours or
480 minutes. In their plan, as in others where rates are
expressed as time per units produced, all time must he
accounted for. Since bonus is only paid for work done on
Standards, a strict record must be kept of time spent both
on and off Standards . Work performed off Standards is paid
1
for on the basis of base rates alone.
The daily production sheets are totalled for
Standard Time and Actual Time at the end of the week in
order to compute the premium earnings. Bonus is paid on
the basis of efficiency percentage, and nb bonus is paid
for performance below 100 per cent efficiency. Per cent
of efficiency is determined by dividing the total Stand-
ard Time for the group by the total Actual Time. The for-
3T
,
mula could be expressed as AT % efficiency. Determina-
tion of the bonus percentage is made by means of a scale
which indicates the bonus percentage paid for correspond-
ing efficiency percentages. A copy of the bonus per cent
2
table can be found facing this page.
The bonus percentage is based on a sharing sys-
tem, and, due to the empirical nature of the earning curve,
it seems to be a cross between the Halsey ^0 -50 plan and
1. Interview with Miss Helen Horan, Files Department Super-
visor, Dennison Manufacturing Company, January
13, 19^8
2. Interview with Mr. R. E, Davis, Supervisor Ratesetting
Department, Dennison Manufacturing Company, Jan-
uary 13 , 19^8
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an empirical plan. The curve flattens out as higher levels
of efficiency are approached because the earning Increment
decreases. Dennison feels that the sharing feature is jus-
tified by their policy of paying high base rates. Where
their plant is essentially a job shop, 50 per cent of the
production work is done off Standards. Therefore, they
believe that a policy of lower base rates and a higher
bonus scale would be unfair to the employees when they were
1
required to work off Standards. Although the office
workers are less likely to have to work off Standards, the
same wage pajTnent plan is followed to maintain uniformity
of policy.
Dennison has foimd that using the incentive method
of payment has put worker pressure on the Company to in-
crease the amo\int of work covered by the plan. This pres-
sure is looked upon by the Company as being a healthy sign
and as being indicative of worker satisfaction with the
plan where it has been applied. From all indications the
application of the incentive method of payment to office
work at Dennison's has proved beneficial to workers and
Company alike. Workers have received bonuses as the reward
for diligent application to their duties, and the Company
1. Interview with Kr. R. E. Davis, Supervisor Ratesetting
Department, Dennison Manufacturing Company,
January 13, 19^8
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1
has henefltted by lowered operating costs.
The Company has found that the presence of an
incentive system induces beginners to work hard at becoming
efficient. This is in spite of the fact that they are ex-
cluded from participation until they have attained and




A question that is often raised in discussions
over the relative merits of Incentive plans is in connec-
tion with quality control. It is undeniable that the de-
sire for higher earnings may cause workers with character
fallings to succumb to the temptation of sacrificing qual-
ity for the sake of quantity. Actions of this sort can
well be the fault of management if tight or nigh-impossible
standards are set. However, when standards are established,
they obviously should be based on the production of accept-
able work, and time allowed accordingly.
Dennison, in its Files Department, checks the
work at infrequent Intervals. A normal amount of errors is
overlooked, but records are kept of the niomber made by each
worker. Should the amount exceed normal expectations, a
report is sent to the Personnel Department where it is
1. Interview with Mr. R. E. Davis, Supervisor Ratesetting
Department, Dennison Manufacturing Company,
January 13, 19^8
2. Interview with Miss Helen Horan, Files Department Super-
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attached to the individual’s record. Bonus earnings are
not decreased because of errors committed . Warnings and'
ultimate dismissal are the lot of habitual offenders. It
is the belief of the Company that proper training will do
much to overcome the problem of quality control. Increased
speed does not necessarily cause Increased errors. In Mr.
Davis' experience he has found the most proficient opera-
1
tors also to be the most accurate operators.
Centralization of a company's filing in a files
department, and the subsequent installation of an Incentive
system is not a panacea for efficiency and cost difficulties.
If motion is wasted or time is spent needlessly, it goes
without saying that incentives would only reduce a cost
which actually should be eliminated entirely. Dennison
had found that after properly engineering the job, they
were able to apply wage incentive principles successfully
to the filing operations. The plan has functioned well be-




A survey of the filing functions of the company
as a whole should be undertaken if a major filing problem
1. Interview with Mr. R. E. Davis, Supervisor Ratesetting
Department, Dennison Manufacturing Company,
January 13, 19^8
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exists to determine whether centralization will promote
service and/or reduce filing costs* This survey might well
include a review of all the forms used by the company to
determine, which, if any, can be eliminated, combined or
simplified. The distribution of the copies of forms should
be checked to see if all are necessary. It is only after
such study and analysis that the scope, duties and func-
tions of the files department can be accurately established.
After the functions of the department have been
determined, it is necessary that consideration be given to
the location of the department. The primary objective in
establishing a central files department is to save space
as well as the time of those who use the records. It is
also important that related records be coordinated so that
better working relationships be established between various
1
imlts of the company.
The location of the files department is based on
the flow of work through the organization. It should,
whenever possible, be located near the departments that use
the records most frequently. Location should be adjacent
to a carrier system or an elevator, if they exist, so that
work will flow as fast as possible. Files departments can
be laid out most economically in rooms with regularly
1. Odell, Margaret K., and Earl P. Strong, Records Man-
agement and Filing Operations l;McGraw-Kill, 19^7),
p. 51
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shaped walls and with a mlnlmuin of dividing partitions
.
Odell and Strong have listed the following factors as being
some which must be considered when locating a files depart-
ment:
1. The files to be centralized and their
locations
•
2. The control to be exercised over the
files
.
3. The department originating the mater-
ial that goes into the files*
4. The departments that request the
material from the files.
5* The volume of records and the fre-
quency of filing operations
.
6. The, provision made for expansion.
7. The number of cabinets required for
each planned file, both current and
transferred, in all locations.
8. The number of cabinets in the present
records department and the number of
cabinets in storage space outside it.
9. The size and kind of cabinets for each
planned file - letter, legal, check,
voucher, tabulating, etc. - with out-
side dimensions of each kind of cab-
net.
10. The estimated expansion required for
each planned file for not less than
one future year.
11. The number of safe files, with approx-
imate weight when filled with papers
.
12. The niomber and size of desks, tables,
and chairs.
13 . The number of devices used in the
records department - mailing, distri-
bution, and records - sorting, equip-
ment; typewriters; duplicators; photo-
graphic equipment; sealing machines,
etc . 2
14. The bookcases or shelving required.
1. Odell, Margaret K., and Earl P. Strong, Records Manage-
ment and Filing Operations (McGraw-Hill, 1947),
p. 51
2. Ibid., p. 52- 5^
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The Measurement of Filing Activity
The effectiveness of the files department as a
whole, as well as that of the participating workers, can
only he measured by maintaining records of activity. The
establishment of production reports necessitates the deter
mination of units of measurement. The volume of records
handled may be obtained either by measura, count or weight
The following paper statistics will Indicate how measure-
ment can be made when individual pieces are to be counted:
93 sheets of bond paper weigh 1 lb.
93 sheets of bond paper compressed mea-
sure 3/8 inch.
93 sheets of bond paper (^points each)
caliper 372 points
.
247 sheets of tissue carbon copies weigh
3 lbs.
247 sheets of tissue carbon copies com-
pressed measure 7/l6 inch.
247 sheets of tissue carbon copies (2
points each) caliper 494 points
.
146 sheets of carbon copies weigh 1 lb.
l46 sheets of carbon copies compressed
measure j inch.
146 sheets of carbon copies (3 points
each) caliper 438 points
.
1000 points equal 1 inch. 1
It is doubtful, however, if production measure-
ment by points or inches is feasible in the case of sub-
ject or individual files of varying sizes which are made
up of numerous pieces either in a folder or stapled to-
gether. A physical count probably would be the most
1. Odell, Margaret K., and Earl P. Strong, Records Mamge-
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accurate method of measurement in these cases.
Accurate production standards cannot he deter-
mined for operations without knowledge of their details and
1
of the conditions surrounding them. The establishment
of standards for files operations, as well as for any
others, can be done only by means of time study. Standards
cannot be accurately described unless the job has been
closely studied. Standards should be based on an average,
well- trained operator doing the job in the best possible
way at a normal speed. Standards thus established must be
guaranteed until there is a change of the method or they
are demonstrated to be inaccurate. These standards can pro-
vide the basis for the Introduction of an incentive system.
Companies that have been able to reduce the amount
of material that must be filed and its retention period, to
a necessary miniraiam through Integrated studies, have pro-
gressed far down the road to efficient filing. In order to
have a smoothly functioning files department, it is also
necessary that the best filing and sorting methods be es-
tablished, and the clerks thoroughly trained in them. How-
ever, as in other types of office work, it may be found
that the rewards of an equitable Incentive plan will en-
courage workers to continue to perform their work in the
best possible manner.
1. Odell, Margaret K., and Earl P. Strong, Records Manage-
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VIII. Miscellaneous Applications of Wage Incentives
to Office Work
I . Westlnghouse Electric Corporation
Although relatively few, there are some companies
that have interesting applications of wage incentives to
various phases of office work. One of the leaders in this
movement is the Westinghouse Electric Corporation. Under
the direction of Mr. G. Z. Wollam, Director of Wage Incen-
tives, and Mr. H. W. Duncan, Staff Assistant in Payroll
Accounting, the Company has been successful in adapting
incentive plans to many different types of office work. In
addition to the installations described later in this chap-
ter, they have also covered work in their Blue Print, Ship-
ping, Foreign Traffic and Billing, and Manufacturing Infor-
mation Departments
.
It is the firm policy of the Company that the work
to be covered be measured by both time and motion study.
All operations are time studied; the basic time is factored,
and all necessary allowances are added. It is the aim of
management to have incentive plans that are simple to main-
tain and operate. A major requirement is that all detailed
operations be covered and set down in a "Formula of detailed
operations," which is an open-book for all concerned. For
the sake of simplicity, many related operations are com-
bined into relatively few standards.
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The Westinghouse Corporation uses the Standard
Time Plan which is similar to the Hour-for-Hour or 100 Per
Cent Bonus Plan advocated by Louden. There is a variation
from the plan in that a sharing feature has been introduced.
When the plan is on an individual basis
^ 75 Per cent of the
salary hourly rate is paid for each hour saved. In group
applications the bonus is distributed to the participants
on a point rating basis, each participant being rated,
1
rather than on an actual elapsed incentive hour basis.
Point rating is discussed more fully in the section on the
Westinghouse Invoice Department Plan.
2
A. Stenopiraphic and Order Typists Plan
This plan, inaugurated in March of 1947, is oper-
ated on an individual basis, and its announced objective is
to stimulate production per employee and compensate properly
the workers who produce in excess of the normal production
expected for salary payment. Each participant is supplied
with a manual which outlines the rules under which the plan
operates
.
1 . Equipment and Measurement of Work
Standard typewriters are used for transcription
1. Letter from Mr. H. W. Duncan, Staff Assistant Payroll
Accounting, Westinghouse Electric Corporation
2. Systems Manual for the Incentive Plan Coverlnp; the Oper -
"atlons of the XXX Department Typists - Effective
March 10, 1947 . Westinghouse Electric Corporation
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from cylinders, shorthand notes, longhand and printed copy,
cutting stencils, and for special tabulations and fill-in
work. Electric typewriters are used for the typing of
Orders and Change Notices. Production is measured by 10
to 1 ratio Veedor-Root counters on which the space bar re-
cords. The Company requires the counters be tested each
morning and uses the following six meter count sentence for
that purpose: "Westinghouse sends its products to the mar-
kets of the world." The supervisor maintains a report for
each operator (See exhibit facing this page.) upon which
the starting and finishing meter readings of each day are
posted. Provisions are also made for the notation of ex-
traordinary occurrences such as transfers of typewriters




In the computation of the time values, an allow-
ance of 15 per cent was included by the Standards Depart-
ment for fatigue, personal requirements and minor unavoid-
able delays. It is for this reason periods of non- incen-
tive or waiting time of five minutes or less are not cred-
ited.
The "Allowed Time" of each participant is com-
puted by multiplying the meter counts of each class of work
by the "Time Value" for that class of work. The Time Values
are based upon a minimum use of the typewriter space bar.
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All vork is covered by three Time Values and corresponding
"Counts per Hour" standards. Operation Number 1 includes
typing from Dictaphone cylinders
^
shorthand notes, long-
hand copy, printed copy, and cutting stencils. Operation
Number 2 covers the typing of Order and Change Notices.
Operation Number 3 Includes typing special tabulations and
fill-ins on various types of cards and forms. Tabulations
are interpreted as work which requires arrangement in two
or more columns containing 50 cent or more numerals.
Time allowances are included in the Time Values
for the Insertion and removal of carbon paper, distribution
of copies, and the pinning of sheets for distribution.
3. Elapsed Incentive Time
.
Non-Incentive Time and Waiting
Time
The elapsed incentive time, which is used to com-
pute the bonus, consists of the total normal working hours
of the bonus month less the sum of waiting, non- Incentive,
absence, vacation and furlough time.
When it is necessary that an operator perform work
such as taking dictation, filing, clerical or other work
that cannot be measured by meter readings, the time spent
is considered non-incentive time, and it is excluded from
the elapsed Incentive time.
In the event an operator is forced to remain idle
for want of work, the time spent is considered waiting time
V.
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and is excluded from the elapsed incentive time. The super'
visor posts all non-incentive and waiting time for all oper-
torSj but periods of five minutes or less are not allowed.
A record of attendance, non- incentive, and waiting time is
kept by the supervisor for each participant on the form
facing this page.
4. Asslgimient of Work
All work is assigned by the supervisor, and care
is taken to give the same type of work to the same operator
whenever possible.
5 . Calculation of the Bonus
The hours saved by each operator are the basis
upon which the bonus is figured. The difference between
the "Total Allowed Hours" and the "Total Elapsed Incentive
Hoxir-s" constitutes the hours saved. Individual "Gross
Bonus" is computed when the hours saved by each operator
are multiplied by the yearly average bonus hourly rate of
all operators in the department. This figure becomes the
"Net Bonus" if the operator has not been absent. The
"Gross Bonus" is reduced 1 per cent for each hour of ab-
sence. The bonus rate is 75 Pei"* cent of the average sal-
ary hourly rate.
A Summary Bonus Statement (See exliibit facing
Page l46) is prepared at the end of the bonus month by the
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supervisor. This report is the Payroll Department’s au-
thority for the payment of bonus to the operators
.
6. Penalties for Errors
When work has to be retyped because of errors
committed by the operator, the meter counts accumulated are
posted separately and marked "Do Not Pay." The supervisor
also can make adjustment for errors by reducing the oper-
ator's allowed time 10 minutes per full or partially full
sheet.
7. Supervisory Bonus
The Westinghouse plan provides for a supervisor's
bonus. A "Supervisory Bonus Fund" is developed to compen-
sate the supervisor for operating the department effi-
ciently. The fund is composed of credits of X cents for
each hour saved on Operations 1 and Y cents for
each unit produced on Operation 2. A special reward of Z
cents is paid the supervisor for each Allowed Hour created
by her own typing. This special bonus is only paid when
every member of the stenographic group has developed an
efficiency of 100 per cent for the bonus month.
8. Probation Period
An instruction period of two months is allowed
new operators. All incentive records are maintained for
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the calculation of the Supervisory Bonus Fund If the oper-
ator fails to meet the requirements. However, the figures




The supervisor maintains and posts all records
except the "Daily Production Report" which is kept by each
operator. One of these reports (See exhi'bit opposite this
page.) is issued to each operator each month. In the event
the participant performs operations other than the one reg-
ularly performed, the record is kept by the supervisor.
Like many other companies, Westlnghouse applies
group incentives whenever they serve the purpose best. If
the work to be covered is such that the output of workers
is dependent on the performance of others, the Company has
found group applications to be the most advantageous for
all concerned.
1
B. Invoice Department Incentive Flan
On March 1, 1947 the work of one of the Vesting-
house Corporation's district office Invoice Departments was
placed on an incentive basis. The plan is designed to cover
most all of the department's work and is operated on a group
1. Central District AccountlnF. Incentive Pls.n - Invoice
Department Located at XXX, Westlnghouse Electric
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basis because the Company feels "This will promote coopera-
tion between group members and will provide greater flexi-
bility."
1 . The Standards
The standards or "Time Values" for this plan were
developed in a manner similar to those of the Stenographic
and Order Typist Plan. All operations were time studied,
and the Time Values derived, allocated to one of the "Volume
Units" (or classes of work) picked. In this plan there are
ten "Volume Units" consisting of various types of invoices,
credit memoranda, and reports. The allowance is in terms of
decimal hours per document.
The equipment upon which the standards are based
has been carefully described so that should changes be made,
they can be properly justified. The plan is based on the
use of front-feed electric typewriters, calculators, comp-
tometers and an adding machine. The use of certain snap-
out forms is also mentioned in the event it is ever neces-
sary to change the forms standards.






The elapsed Incentive time of the group is the
total time spent on Invoice work by regular members or non-
members of the Invoice Group. The net elapsed incentive
time is the difference between the total working hours and
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the sum of the waiting, non- incentive, absence, furlough,
and vacation time.
When any member of the group is without work, the
group leader either assigns him to other work or authorizes
waiting time. All records of waiting time are kept by the
supervisor and are credited against the elapsed incentive
time. Non-incentive time is credited whenever members are
required to do work not covered by the Time Values.
3. Bonus Calculation
The bonus is based on the total hours saved,
which consist of the excess of the "Total Allowed Hours"
over the "Total Elapsed Incentive Hours" of the group. The
"Total Group Bonus" is the product of the total houi'S saved
and the average bonus hourly rate of the group. The average
bonus rate is equal to 75 cent of the average salary
hourly rate of all group members with the exception of the
group leader.
Individual bonus earnings are computed by pro-
rating the Total Group Bonus on the basis of "Point Rat-
ings." There are eight individuals on the plan with point
ratings from I5 to 90, with a total of 380 points for the
group. The point rating assigned each participant deter-
mines what part of the total group bonus the individual has
earned. For example, a point rating of 85 out of the total
group points of 380 entitles the Individual with that rating
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to 85 parts out of the 38O. This Individual gross bonus
is then reduced by the total of the penalties for absence
and errors to arrive at the net individual bonus,
4 . Absences . Errors . and Learnlnp; Period
Adjustments for absence and errors on the part of
the operators are made in a similar manner to the Steno-
graphic and Order Typist Plan. Provision is also made for
adjustments due to learning time whenever new operators are
added to the group.
5. Supervisory Bonus
This plan also provides for a supervisory bonus
by the creation of a "Supervisory Bonus Fund." The ma,nner
of crediting the fund varies slightly from the other plan
in that it is based on hours saved alone. The fund is cred-
ited with X cents for each hour saved by the group during
the bonus month. A maximum bonus is set, and the super-
visory bonus is not allowed to exceed this stated amount,
6 . Record Keeping;
The same "Attendance, Non-Incentive, and Waiting
Time Reports" and "Supervisor's Dally Meter Reading Re-
ports," kept by the supervisor in the Stenographic and Or-
der Typist Plan, are maintained in this plan. A "Part Time
Participant of Non-Group Member Report" is kept by the su-
pervisor in the event of participation of this kind. (See
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exhibit facing this page.) The basis of bonus payment is
the "Production end Allowed Time Report" which is prepared
by the supervisor and fommrded to the Accounting Depart-
ment.
1
II. Atlantic Reflninp; Company
The Atlantic Refining Company has been successful
in applying work measurement and wage incentives to the fol-
lowing types of office work:
1. Typing from cylinders, shorthand and written material,
and checking the finished work.
2. Calculating work including addition, subtraction, divi-
sion, multiplication, writing answers, and checking.
3. Payroll operations of all kinds.
4. Billing, both listed and itemized, and all related
operations including sorting and filing.
5. Operation of bookkeeping machines.
6. Punch card operations Including key punching, veri-
fying, and tabulating.
7. Addressograph operations.
8. Piling and stock card keeping.
These phases of office work are covered on an
incentive basis under the original Emerson Efficiency Plan.
All standards are established either from time studies or
standard data derived from time studies. The standard
1. Mackenzie, R. S., "The Relation Betvreen Work Measurement
and Pay Earned," Incentives and Work Standards in
the Office, Office Mana/i:ement Series No.
American Management AssociatiorTj (194^7, p. 13“l4
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Emerson Efficiency Bonus Scale
Lytle j C. V/., Wage Incentive Methods . (The Ronald Press
Company, 19^2}, p. 269
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times for the operations represent 100 per cent efficiency,
or the top average performance expected.
The plan operates on a two week basis. The total
allowed standard time* for the period is divided by the ac-
tual time taken to perform the work to determine the per-
centage of efficiency. The payment of bonus starts at 66
2/3 per cent efficiency. The increment Increases, and a 20
per cent bonus is paid at 100 per cent efficiency. At 110
per cent efficiency a bonus of 28 per cent is paid. (The
table facing this page indicates the usual Emerson effi-
ciency bonus correlation.) The bonus percentage is applied
only to the portion of time actually spent on Incentive
work.
Incentive applications are either on a group or
individual basis. The Company’s decision rests on whether
or not the separate contribution of each worker can be iso-
lated or whether there is a need for emphasizing team work.
The Atlantic Refining Company includes supervisors
in their Incentive plans. Supervisor participation is jus-
tified on the grounds that they can contribute to extra
performance and Increases in group efficiency by better
planning, distribution of work, training and encouraging
the use of proper work methods. The Company is of the
opinion their plans would not be nearly as successful as
they are i:^ the supervisors were not Included.
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III. The Hood Rubber Company
1
A. Central Service Department
Among many of Hood's applications of wage Incen-
tives to office work. Is the coverage of most of the opera-
tions of the Company’s Central Service Department. The
plan (the modified Bedaux Plan described in Chapter VI,
Pages 120 to 121) includes 12 people and covers typing,
addressing, and duplicating work. The department's func-
tion is principally a service one. Duplicating, copy typ-
ing, and transcription from cylinders is done for other
departments as well as the addressographing of payroll en-
velopes. The department is equipped for the most part with
electric typewriters because management believes they are
capable of greater production. All typewriters are equipped
with 10 to 1 Veedor-Root counters which are used for the
production count of each operator.
2
B. Plannlnp; and Scheduling Department
This department's main function is to devise the
routing of work and to prepare the job instructions for
each manufacturing operation. It is also responsible for
the preparation and duplication of the job tickets which
/
accompany each of the thousands of job lots through the
1. Interview with Mr. Arthur B. Porter, Office Manager,
Hood Rubber Company, February 13, 19^8
2. Ibid.
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factory. The tickets are perforated to facilitate the de-
tachment, hy the worker performing the operation, of each
stub upon completion of the work called for. The stubs are
turned in and are used as a basis for production counts.
Up until recently the tickets and the job in-
structions were reproduced by direct process Multigraphs
with the standards for the operations being inserted by
Addressographs on the job tickets. Both of these duplicat-
ing operations have been on an incentive basis for some
time. However, a change in method is being introduced
which may effect a change in the standards. The job tick-
ets as well as the job Instructions are to be duplicated
by offset equipnent. The preparation of offset plates on
electric typewriters will eliminate the type setting neces-
sary on the Multigraph.
Other of the department's functions such as sort-
ing, collating, and messenger activities have also been
Included in the Incentive plan.
1
C. Payroll Figuration Department
One of Hood's most successful applications of wage
incentives to office work is the plan covering the Payroll
Figuration Department. The plan was inaugurated just prior
1. Porter, Arthur B., "How to Determine Staff Requirements,"






tlon, (igltT), P- 23
ivicT octicj iXXoii'i oj £>cct«'i:o'i*i9q O'xe aasXo-t^ exlT
/
ilor.'j 'Vo ^noJ;;j-iJ‘ioqo t>(\3 3.al'riT[0'1^3q •loM'ipw arfcf ^cf ^:iae;mio:iS
<
©‘ixj ac^rjd-fc: srfT ,'*io'i bsIlBo jKow 9jc1 :^ lo noJ.JelcMOo rioqu cfi/cte
.ajnooo ftoI:to;;jbo'rrr 'lo'i eXe.^o' s 8 ‘’. boEj/ oTrj bxLi nX Jbsrrxud'
- i.t cfoL elrf? b/iB 8 v1 ‘3:<IoJ:o lildxieoax IlcJmr qll
\
e,;Iq 3*131JIwi: assooTiq ctoo*ilb boox/JDO'iqo'i 9'xow. snolctox/iJe
^cT f)9 :;x98nl snlocf anolc^.^'i-oco sril lo'l ab^x^bfiiXJe orfd rijlv
-oBolIqxrb aiio.’:? lo . so enfold’ cfoj, ao arliS'f^OBza^bhA
0!ii08 'lol Bleijcf 3vlcffioo:xl riB ao naocf avbri eaol^t^iaaqci gnl
bboLfboad’iil jfil-JcJ al Jbori^oiii al e^xuEUd'j b ^aevowoK . jirild’
dol ecil' . :t'ip<h.ri’p.;}e erU al eaxixuio b cJoo'i'i© rlolrlw
b&l/iollqub srT 0*1.3 eaol:toi/'i:}aal cfct, grid’ 83 IIov aa a:?©
Vi
ao C 9l.3lq jgal'lo 'lo iiold’aafv£©‘i)q ©riT . laeiaqljp© ctae'i’lo
-zooea sxxldJar, ©rid ©diinlmll© IIlw saedlivsq^d ^).^‘XJOoI^
I
. riqaa.uldlLfM ©rid no ^asa
“daoc r.ii rioaa caoldoax/l a 'daoirid-x 4qo;j orid 'io aorfdO "
osl'j svari aoldlvldott ‘•jf©3ficas&fli bna ^^nldallqo ^snl






fiQldflgf'Tv' '{ Ilo-x’^a'l .0
•jgav '10 cii:.; daollqqa Il.'Issoooi/b dsom s'dooH lo ©nO
oifd s^la&voo xislq ©rid ai jf'rov ool'i'xo od a©vfda9oal
aolavi d 8x/(. bad-aaosuanl asv nalq ©riT . dixomdafxiea noida/ii/si'?
'^adaemaalup©)! 'iladb salnned©^ cd voH'* ai/xldaA ^-lediod- .1
d g: ' flieg.' oql 't*td
,
adaoP oolVt 'i no blJ ©rXx y.nlQo©}!





to World War II. Before the incentive installation, 40
clerks were needed to handle the payroll figurations for
3,600 factory workers. Separate pay computations are re-
quired for the workers because the majority of them work
under an incentive plan. The work of the figuration clerks
is performed, for the most part, by the use of comptometers.
The principal operations are those of addition and multi-
plication.
One Indication of the plan’s success may be gained
by comparing production before and after the incentive wage
payment was introduced. Before the plan one clerk was re-
quired for every 90 factory workers. Today 27 figuration
clerks handle payroll computations for 6,000 workers; an
average of one clerk for every 222 workers . This repre-
sents an average production increase of two and one-half
times pre-war productivity.
In order to achieve this mark, the clerks are
working a 100 point hour. Bonus is paid for performance
above a 60 point hour level; therefore, 100 point hour per-
formance entitles workers to a bonus of 66 2/3 per cent
of their base rates.
The Company has found that not only have produc-
tion and earnings Increased as a result of the installa-
tion, but the quality of work also has Improved. The num-




svlda&oxil yric? t)"i:c'ioS .11 ‘xjsvr i)I‘XoV
‘Xp'i sficlvl i-xugJ; i olijnoii ocf beboou eit^v,
^
^
-£v£ exxoIctiicJuqmos tj/k: oiiirt.fXTtS . S'loiMow '^"locfool OOd.F
)iV BV* lo xOX^iolBd aC'C? os;/J.O0d a^iesi'iov arid' ‘lo'i ue-il.up
,V ' .




. B'lodofioJqrnoo *10 oe:? orid -^cf .d-ir/j deoia arid '^£0 'i . P-j/rro'ixsq b1
-Idluin add ^^;b6 'to oeoria 8*is eiiodde-toqo Xj>qJ:paI‘xq oriT
• aoj.dBoIIq
[,. dsuTtlii^ ed ji’tTi fiaooooa g* ipla ori: lu rioldi5o.tf)aJt oaO . . ' \
i " . V
.
t, '* f' \
^
o:34’W o /idr?eciai. -xad xg JbniJ -vic'ltori aoJ:doaboT:q ^cf ' ,
* \
'
-0‘£ 3ij*/ [aolo er;u rtolq sxtd [‘'XOlaS . JbeoLrXioxdxil ew da6nrr‘xi
'
addii-itiji±l Va v£',/x»T . G-iG:{totf Ti'iodo.i'i 0^ y^.i:vv /ro i I^oa.Uxp ^
a.. • aol 8noJ-d.3di;ci!iCQ IIOTy;^ oX5xiii:i a^aeio ‘, /•
10*1. cJtxM’ .Ar£j3i*;cov T/IS x^evo ''lol :(‘xoIo 6r£0 agc^covis <
’
''
“IXofl-jiio ovd 'io A':o€»*io:i± noddPaJdo^r ^i^-vrovs rtfi ednos t
. ’^dXvldoir.boTq ‘lav-eiq coraid
o'iirs Eiliolo arid Rlrid a-vodi'-o.^ od iftb'io nl
‘
oon.ari-xoVxoq 'lo'l Jbl-a/ el ejiio^I .':uou dnIo<i. OCX £ guli^tiov
-‘•loq 'iLioii dnioq Oil ^o•£o'io'ipf^d ;Iev9X -ctrofi dnJoo 03 & evocfB
daaj Tocj. .f.\S od 'lo suiiod b od eie^iaow e-aXdIdao ©on^^itrao*!
T •' I
. 8pd£‘x ©eBd, ‘ilerid *10
ov-Stii ^Xao don dx>i:d bnaox cjsri 'v.iiBqtaoO aril* ' v'
-Bll^deil arid lo dluson .« ej bocis-xortl ESfiiii'ii’o iirivi aold
-rtun oxV^ . . ovo'iqrdX e^d oaXn itiow lo T^dlXoup ©rid djjcf .nold




the number normally expected diiring the pre- incentive per-
iod. It has been the experience of the Hood Rubber Company
in all of its incentive applications that the most produc-
tive workers are also the most accurate workers.
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IX. What is the Future for Wage Incentives in the Office?
Today, as in few times in the past, the country
is faced with the problem of high wages, while manufacturers
decry the relatively low productivity of workers. The unit
cost of almost every manufactured article has risen and con-
tinues to rise unabated. The same cost and production
problems facing the factory are evident in the office.
The entire clerical productivity problem is
brought into sharp focus, when it is realized that surveys
of offices employing workers on a salary basis revealed
that average worker performance varied between 42 per cent
and 58 per cent of the output tha^ could be normally expect-
1
ed. The full magnitude of the situation cannot be appre-
ciated until the lost production time is multiplied by the
pay received by office workers for that time. Assume the
average annual salary of office workers to be $2,000 per
year, overlooking for the moment whether or not this is
just compensation for performance at task. The country's
7,050,000 clerical workers in 194? would have represented
a cost of over 14 billion dollars to the economy for this
type of work. Even if the average office worker performed
at two-thirds of task, which is a high estimate compared
with the average pre-incentive survey, we, as a nation, are
1. Lytle, Charles W., Wapie Incentive Methods (The Ronald
Press Company, 1942), p. 22"^
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spending almost 5 'billion dollars more than is needed for
these services.
The widespread increase in office work coupled
with the low productivity of clerical workers has created
"space" problems for many companies. In order to accommo-
date the additional clerical workers needed, an expansion
of facilities has become necessary for many companies.
Some companies were fortunate enough to have sufficient
floor space available. Many have solved their problem by
renting additional space, often at an inconvenient distance,
in order to house part of their employees. Unfortunately
office space is at a premium in many cities, and usuriously
high rates frequently have to be paid to obtain it. A few
companies have had to undertake new construction during the
present period of almost prohibitively high building costs
in order to meet their needs
.
Adding more workers requires the purchase of addi-
tional desks, chairs, supplies, typewriters, adding machines,
calculators, and many other types of office equipment and
supplies, all of which are more costly now than ever before.
Some companies are trying to meet the problem by spending
heavily for new types of office equipment that is supposed
to Increase clerical productivity, without giving too much
thought as to how they are going to induce the workers to
utilize the equipment properly.
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The clerical productivity problem also has been
intensified by the shortage of qualified workers. While
employment stays at a high level throughout the country^
and office worker salary scales remain at levels substan-
tially below those of other types of work, the more capable
workers are attracted into the better paying jobs. Even if
the wages of office worders are lower than those that are
received in other types of jobs, considering the necessary
requirements, in the light of the average productivity of
office workers, some people are inclined to think they are
overpaid. Eow then is the average office worker going to
be induced to better his performance and thereby prove his
greater worth to the company?
Stimulation of the desired response may be ef-
fected by appealing to one of several of the many forces
that govern the behavior of man. Among the various types
of appeal that may be used to arouse greater effort are
the desire for material gain, fear, pride, rivalry, loyalty,
and others. Each factor or combination of factors may af-
fect the response of the worker greatly. Whatever the
means employed by management to arouse action on the part
of the worker is an incentive. For example, the desire for
material gain may stimulate the worker by the payment of
1
bonuses for better than average production. J. K. Louden
1. Anderson, Kenneth B., "incentive and Supplementary Wage







fifjC'J r»'^.d onlii muLiJo'iq -v^.tvii^tinJbO'sq .C.-io.t';9l:> .niT
.sioM"-ow £>8i'jt.tXA^Tp J.o a?jBc)'T:oil3 •Xcl' feollleno^nl;
rf'ic^curoo dc;:! Ji/off’ji/c'xxlj Xr^voi rl\;iii -i .[. '.ds on^rr^olatto
-r’. 'icJarfL'. e!!: /pi d.-. rtj.BJTt&-'i eolaos oolllo X>n3
‘3lcf::q:J3CJ a-io/:! en.-? .^jviov lo sdq^j cc&rfco lo ©sodcJ jolscf
tl ifjv3 .. stfof, ytUl'C'^I *1-^0 doiS oitj ocl-al bo;J-uE'ij:^ o^xb s<io:1^ov
j :r. c jOil:" ^ao- icJ •-.-ilL' :owoI e'lotyzow 'jto orij
V'i.'iaRMDea ei.d' > .^ac/cj, *tp a&ct’^d nl Jc>c?vIooo''i
1 •
io •^..i.tvld’oirbc -x:?: :)»; 'iuytv eitit 'io irlgll ©flu nl
^
Eir.otno'Xlt/pQ'i
.j‘X3 :Ir!lriu oct l/jnllani •-•'la ©I.^oeq ©ifiop .e'lv-.I'xov jx^I/XxO
od ;jxjL.I.or’ 'C'v.Oxov .)oI'i'lci ©^^^-xibYE oi-Ic? El Hbiiu woH . Txlii’^'r.ovb
a.f.<* jvo iiT h'un 'j^iiwai'ivx^oq aj.;: 'irJv ecf o;t ' boo'fbnJ!: ©cf
31' J" OC ’•X'lOV
,
-t ocf o3riO{{e©'£ t).>‘Xi;ceb ©ilci-' 'ic* nbictf.It/jricti
.a©Qio'> .;i!3!;i -y/.S 'ixi lo aaO' oi rjiillapqq^. .^cT bi uoal
G©-:vc- Euoi'iiiv o*i^ ^:nuri.v . U'>ia lo n‘::©yoa cI^jaIu




./x&o‘t . lcje^. Ijtl'xad' 31TI ‘lo'i o'l.taob oilu
-_
, {;3i;, f.'iOdoB'i 'yj iicld j-mldno- ) 'lo ‘lody^^ rloBl' . a^zjcido briB
;




d*xik.. .1 Ivt 'rio /xoIdDB 9at-'u-£.r- :tnj;Tip;i£a^'m ^cf b^^uXqne ca^ota
"lol Q'l.Ltiob Ofli ^ o.£'.i';:wr.3 .evjidnooiil a'- s± -re^Kou OflX 'lo
'.i;.- tXu y 3 ’i©>I'::o\r ©aid 3 fiX-sa' .r.-3l'Xod.3tn
' I
C'^jjaod o ' . . ficlu OAjLp-Mi. a:’, . •.•,:©Vi fi.ylu •luXc-ob ‘xa'l coeaxioo'
^
£ biltnom-alqc i;o hii3 avid/i'i vxil ' ^ ^ rid oiiir:.!* .riOB'-xobaA
.f£0 .‘ d xd p.lnicibA S8'u;.I^'< 'tc: ;k ocrbfiBi i ” sd’ftoxftX'®'^
in evaluating various wage jjayment methods said.
Regardless of one’s personal opinion of
incentives, it is difficult to deny that
a soundly conceived and executed incen-
tive plan is the best and most satis-
factory method yet devised to recognize
and reward individual differences in
workers on the same operation. 1
V/age payment based on straight salaries persists
In office work for many reasons. Clerical Incentives, and
their accompanying analyses, have been used for years by
many companies, but their use has never become very exten-
sive. Manufacturing operations have received most of the
Industrial engineering profession’s attention, and the last
25 or more years have witnessed the development of many in-
centive systems for manufacturing operations. Controls for
indirect labor in the factory have not been given the same
attention. The result has been that performance standards
for this area of activity liave not been as systematically
developed. That this is mostly true for the clerical func-
tions of many non- Indus trial companies is primarily due to
the fact that they do not have engineers and analysts who




1. Louden, J. Keith. Wa^e Incentives (John Wiley and Sons,
Inc., 19^^ ) , P
2. From a copy of the script of the address entitled Incen-
tive Compensation in the Office
.
delivered by Mr.
G. Z. Wollam, Director Wage Incentives Department
Westinghouse Electric Corporation, before the
Baltimore Chapter of the National Office Manage-
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Despite the fact that the office has been late in
developing Incentive programs, it nov has the opportunity
to go ahead in this field. The broad experience afforded
by industrial applications of incentive principles provides
a firm foundation upon which the office can profitably
build. The establishment and testing of basic techniques
has been done, and in many Instances the feasibility of
their extension to office work has been demonstrated. The
desirability of effective methods analysis is generally ac-
cepted. The mystery surrounding time study and its tech-
niques has been dissolved. Numerous types of incentive
plans are available so that a choice is presented which en-
ables Interested companies to select the one or ones best
1
suited to their own particular circumstances. The best
methods to follow when selling the program to the individ-
uals Involved also has been established.
Although the use of machines in office work is
Increasing, they do not predominate as they do in many in-
dustries and are, for the most part, of such a nature that
they cannot set the pace. Usually clerical jobs require
varying abilities and, therefore, are apt to offer the in-
dividuals performing them a wider choice of action. The
psychological aspect that deals with the partly real,
1. Mackenzie, R. S., "The Relation Between Work Measurement
and Pay Earned," Incentives and Work Standards in
the Office, Office Management Series Number 115 .
American Management Association, (1946), p. 13
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partly imaginary distinction between office and factory
workers must not be overlooked. For these reasons the fol
lowing of factory experience when extending wage incentive
1
to the office should be done cautiously. Mr. G. Z.
Wollam listed the following factors as being the necessary
"Fundamentals of Clerical Incentives":
1. Apply office Incentives to clerical
operations where there is a definite
measure of accomplishment.
2. Apply Incentives only after a sound
system of installation and adminis-
tration has been determined.
3. Before a clerical incentive plan is
installed, the office force should
understand it and favor its instal-
lation.
4. Select and train personnel capable
of properly installing and admin-
istering the plan.
5. Mak;e certain that office procedures
and clerical functions are properly
coordinated before setting perform-
ance standards.
6. Determine the relationship between
departments, the work requirements,
and the sequence of operations which
must be followed.
7. Establish sound and accurate perform-
ance standards.
8. Provide a guarantee of permanency of





9. Be in a position, at any time, to
review with the employes affected
the studies and data by which stand-
ards are established.
10. Assign work to participants in an
impartial manner without discrimina-
tion.
11. Provide an adequate determination of
1. Lytle, Charles W., Wa^e Incentive Methods (The Ronald
Press Company, 1942), p. 402
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current performance and proper approv-
als for Incentive payment.
12 o Melntaln an accurate attendance control,
13. Provide procedures for recognizing
interruptions of work,, delays
,
and
other irregularities not covered by
performance standards,
14 . Provide a periodic audit of the mea-
sures of performance, authorizations,
and approvals
,
15. Avoid any form of subsidization.
16. Encourage employes to meet and exceed
standard performance.
17 • Maintain a constant follow-up of pro-
cedures, systems, forms, departmental
functions and relationships.
18. Change performance standards promptly
as changes occur in conditions which
affect the incentive plan. 1
Once management decides that the application of
wage incentive principles to office workers can be beneficial
to both the participants and the company, it is faced with
the problem of who is going to accomplish the fact. It is
extremely Important that the right type of personnel be
chosen for training in the installation of clerical incen-
tive systems. Office managers of industrial organizations
often select men who have had experience with the administra-
tion of incentives in manufacturing departments.
G. Z. Wollam feels that although many of the same
fundamental principles apply to both clerical and manufac-
1 . From a copy of the script of the address entitled Incen-
tive Compensation in the Office
.
delivered by Mr.
G. Z. Wollam, Director Wage Incentives Department,
Westlnghouse Electric Corporation, before the
Baltimore Chapter of the National Office Manage-
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turlng incentive installations, men who can successfully
handle the detail work in manufacturing applications, may
not necessarily he well qualified to establish office stand
ards. This work requires analytical men who can evaluate
the fiinctlonal relationships of departments and under-
stand organization lines, and who can determine the rela-
tive importance of operations performed by various depart-
ments . Men establishing office standards must also be capa
ble of organizing operations and establishing their proper
sequence. The analyst's formal education should have been
along technical or semi- technical lines, such as engineer-
ing, accounting, and business administration. He will also
be better qualified if he possesses a practical knowledge
of office procedures and an imderstandlng of the Company's
1
organization. Wollam is of the opinion that only one
fully qualified man, who has had a minimum of 2,000 hours
training in the following fields would be required to estab
lish and adjninlster office incentives for each plant or
company:
1. Analysis of operations.
2. A study of office equipment.
3. The principle of motion economy.
4. The relation of departments, their
1. From a copy of the script of the address entitled Incen-
tive Compensation in the Office
,
delivered by Mr.
G. Z. Wollam, Director Wage Incentives Depart-
ment, Westlnghouse Electric Corporation, before
the Baltimore Chapter of the national Office Man-
agement Association on October 21, 1946
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functions and the flow of work.
5. A study of the technique of breaking
down operations into their fundamental
elements
.
6. Methods of timing those elements.
7 . Procedure for evaluating the perform-
ance of the Individuals studied.
8. Procedures for currently administer-
ing a clerical incentive plan.
9 . Policies of the company which have to
do with incentives and employes. 1
The benefits to be derived from effective wage
incentive Installations have been enumerated and testified
to by countless proponents. Unfortunately, most of the en-
dorsements by management emphasize savings and increased
production and overlook, for the most part, the economic
justification for incentive principles. The very person
whose increased efforts, in response to Incentive urges,
effects increased production, is often overlooked. He is
the one that is motivated, and it is he who lowers costs
by responding in the expected manner.
Management should always be aware of the "human
element," when seeking to stimulate production. Wage in-
centives by themselves are not panaceas for production and
cost ills. Employee cooperation cannot be effectively so-
licited on the basis of monetary reward alone. The impor-
tance of the effect of incentives of a non-flnanclal nature
1. From a copy of the script of the address entitled Incen-
tive Compensation in the Office
.
delivered by Mr.
G. Z. Wollam, Director Wage Incentives Department,
Westinghouse Electric Corporation, before the
Baltimore Chapter of the national Office Manage-
ment Assoelation on October 21, 1946
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should not he overlooked. Mr. R. 2. MacNoalj Secretary of
the Curtis Publishing Company, vhen discussing motivation,
carefully drev a distinction between a motive and' an incen-
tive. He pointed out that "Webster's Collegiate Dictionary
defines motivation as 'that within the individual, rather
than without, which Impels him to action,' and a motive is
a consideration which determines choice or induces action;
an inducement is an attractive consideration held out to
persuade; an incentive incites performance." Mr. MacNeal
cautions against impulsive wage incentive applications by
saying.
Obviously we must not become so busy
with inducements and incentives, that
we overlook motives, since motives may
impel an employee to action even while
he is considering Inducements or incen-
tives. In other words we must not be-
come so concerned over a man's pocket-
book that we forget what goes on in his
mind . 1
In developing this point further Mr. MacNeaDr said,
A prerequisite to good management is an
understanding of employees' mental pro-
cesses, their subconscious reactions,
and the effect of physical factors on
both. To apply it requires the crea-
tion of both a policy and a plan of
procedure which will, within the employ-
er’s ability to provide them, permit the
highest development and prosperity of
which an individual employee is capable.
1. MacNeal, H. E., "Effective Motivation," Proceedings 28th
Annual Conference, National Office Management
Association 19^7
.
National Office Management Asso-
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within a period of time compatible with
the welfare of the entire group. The
group must produce the greatest quantity
and quality, with the least expenditure
of energy and materials, at the lowest
possible unit cost, under the best work-
ing conditions. It is not enough to
facilitate production alone, we must try
to create and preserve enjoyment with
its accomplishment and pride in the
produc t . 1
There are various non-financial incentives which
help to maintain employee morale by evidencing employer
good will. Life insurance, hospitalization, medical and
surgical insurance, and accident and health Insurance
coupled with pension plans, all of which are paid wholly
or partly by the company, relieve employees of certain
worries and assure more security. Paid vacations, rest
periods, and illness allowances are generally recognized
as being necessary for effective personnel management.
Cafeterias, pleasant working conditions, educational pro-
grams, recreational facilities and programs, employee
publications and organizations, and music while working
also have been recognized by many as being Important con-
tributing factors to employee morale.
The use of wages as production incentives should
be considered as an integral part of the larger problem of
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management. Employee productivity depends as much upon
facilities, materials, methods, training, working condi-
tions, and other factors under the control of management
as upon employee effort. The successful use of wage incen-
tives requires that these factors be treated together with




Wage incentives, in a well rounded program, are
an integral part of management and not a substitute for it.
Actually the more precise the incentive application is,
the more highly developed management must be to handle it.
Comprehensive incentive installations tend to create new
management difficulties as do other advances in management
technique, but at the same time, they also make a higher
degree of management possible. If the Incentive program
is used by an understanding management that realizes its
responsibilities, and recognizes it as being only one of
the factors that influence the efforts of employees, it
can be effectively joined with the other forces to affect
worker effort. Mr. Elliott Dunlap Smith said in reference
to this problem, "The character of an incentive and of
what it conduces to depends less upon its form than upon
1. Smith, Elliott D., "Compensation and Incentives," Hand-
book of Business Adminis tration (McGraw-Hill,
1931), P. 1167
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the character and purpose of the organization of which it
1
is an element."
1. Smith, Elliott D., "Compensation and Incentives," Hand-
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